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This quantitative study examined the perceptions of teachers about the variables that 
affect employment attrition and retention. The study was longitudinal in nature involving a 
population of 526 teachers who were employed in a large metropolitan school system in 
Georgia. The respondents from the population of 526 teachers consisted of 303 subjects. The 
sample of the population was analyzed during a live-year period that extended from the 1991 - 
92 academic year through the 1995-96 academic year. 
There were six demographic variables and twenty-two satisfaction variables in the study. 
The statistical procedures involved ANOVA, Scheffe tests, and t-tests for Equality of Means. 
There were seven significant findings. The perceptions of special education teachers were 
significantly different from the perceptions of elementary school teachers and high school 
teachers in four different tests. The five-year attrition rate for special education teachers was 
49 percent. The highest levels of satisfaction by the 303 leavers and stayers related to the 
professional caliber of colleagues, salary, intellectual challenge, job security, and benefits. The 
negative levels of satisfaction related to influence over school policies and practices, student 
motivation to learn, support from parents, student discipline and behavior, and esteem of 
society for the teaching profession. 
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A teaching procession exists within the teaching profession. Elsbree (1928, 1) 
realized the impact of the exodus of teachers decades ago when he stated: 
There has long been a feeling in educational circles that the number of 
public school teachers leaving their positions each year is inordinately high; 
that this high rate of turnover has a very undesirable effect upon the school 
systems concerned; meaning as it does, a constantly shifting personnel which 
militates against a continuous school policy and prevents the intimate acquain¬ 
tance of home and child so essential for high-grade teaching. 
The words by Elsbree from seven decades past seem appropriate in 1997 because 
exodus from the profession also exists in the current era. A recent survey of new 
teachers by the North Carolina Department of Education brought bad news and worse 
news. According to Ponessa (1996, 3), “The bad news was the large number of rookie 
teachers who leave the profession within five years. Even more alarming, however, was 
the fact that the brightest teachers are |sic] the ones most likely to bail out.” 
New teachers have employment surv ival rates of less than 50 percent over a five- 
year period in some school districts. (Dickmann 1992, Frantz 1994, and Ponessa 1996) 
Some schools even experience a 100 percent turnover in a given year. (Lancaster 1992) 
1 
2 
The International Labour Organization (1991, 37) reports that “education is the 
single largest modern wage-sector employer in the world with a total of almost 44 
million teachers employed ” Despite the global need for teachers, fewer individuals 
in the U.S. are selecting teaching as a profession each year. (Slack-Williams 1996) It 
was reported by Cetron and Gayle (1991,11) that college students are not majoring in 
education because “teachers are so underpaid when compared with other professions 
that only two percent of college freshmen will be teachers eight years after graduation.” 
There are many influences acting upon the need for teachers and the supply of 
available teachers. In addition to the factors noted above, another significant factor is 
the failure of higher education to react in a positive way to the preparation of teacher 
candidates in fields that have been declared by the U.S. Department of Education as 
critical fields of short supply. (Schrenko 1996) Higher education also continues to 
produce vast quantities of teachers in physical education, social studies, early childhood 
education, and other fields of oversupply. Schaerer (1996, 24) describes the failure of 
higher education to meet the needs of the public schools by presenting the following 
comparison: 
Like the Soviet factory which turned out horse-drawn plows as the country 
begged for tractors, American colleges and universities seem somehow unable 
or unwilling to prepare men and women for the teaching jobs which American 
public schools are desperate to fill. Most higher education institutions are 
simply refusing to adapt to the hiring needs of public schools. It is as though 
the education assembly line is engineered to produce only “widgets” and will 
continue to churn them out whether anyone needs them or not. At the same 
time, these higher education “engineers” seem to think that if few others arc 
producing the “gizmos” for which public schools are clamoring, the need must 
not be real. 
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Schaerer (1996, 24) further declares that “this is a calamity' that is already hurting 
America's ability to educate its children for the next millennium. Higher education 
simply must concern itself with the market and its customer, the schools.” 
Also contributing to the problems of staffing schools is the challenge of increasing 
growth. McKenna (1997, 23) reported that: 
The U.S. Department of Education released figures that show the national 
effect of what it calls the “baby boom echo.” Twenty-five years ago, the baby 
boom generation set the national record for school enrollment at 51.3 million 
students. During fall 1996, that record was broken when 51.7 million students 
enrolled The Education Department projects that between 1996 and 2006, 
total school enrollment will increase from 51.7 million to 54.6 million .... To 
accommodate this growth, America will need 190,000 additional teachers. 
The DeKalb County School System currently serves 90,000 students. (DeKalb 
County School System 1997a) The Georgia Department of Education pro jects that the 
student population in DeKalb will reach 103,000 by the year 2002. 
The supply and demand conditions and the student growth projections noted above 
confirm that there is a need to examine the attrition and retention patterns of teachers 
in the DeKalb County School System. This study is being conducted to determine if 
there is in fact a teacher procession in the teaching profession from the DeKalb County 
School System by providing an analysis of the perceptions of teachers who choose to 
resign from the DeKalb County School System and those who choose to remain 
employed in DeKalb. The perceptions relate to the variables that contribute to re¬ 
signing by the leavers, and to the variables that encourage individuals to remain 
employed by the stayers. This study concentrates on the 526 teachers employed in the 
1991-1992 academic year and tracks their employment record within the DeKalb 
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County School System through June 30, 1996. A review of some of the basic factors 
about the school system provides a background for the context of this study. 
The DeKalb Count}' School System operates 107 schools and 14 educational centers, 
employs 11,050 full-time staff members, and serves 90,000 students. There are 6,260 
certified educators employed by the school system. There are 20,000 job applications 
on file in the district office. Teachers are recruited from 35 to 40 states each year. 
Official records of the DeKalb County School Board reflect the following annual 
terminations for certified employees as follows: 415 or 7.5 percent for 1991-92, 416 or 
7.2 percent for 1992-93, 428 or 7.1 percent for 1993-94, 449 or 7.3 percent for 1994-95, 
and 496 or 7.9 percent for 1995-96. (DeKalb County School System 1992, 1993, 1994, 
1995, 1996) The gross annual resignations reflect an average turnover rate of 7.4 
percent per year. This study is centered on the numerous newly-hired teachers who 
resign from DeKalb within five years of their dates of employment and their percep¬ 
tions of the variables that are job satisfiers and dissatisfiers. 
The intent of the investigation is also to determine the multi-dimensional factors 
that motivate some teachers to resign from employment and also variables that 
motivate other teachers to remain employed in the DeKalb County School System. 
This study views the 526 teachers employed in the 1991-92 academic year to determine 
how many teachers in the subject group resigned within five years, their reasons for 
resignation from employment, and the accurate rate of teacher attrition of recently- 
employed teachers. This study also provides a similar view of those teachers from the 
subject group who remain employed in the DeKalb Count}' School System. 
Purpose of the Study 
The purpose of the study is to determine why teachers make the decision to resign 
or continue employment with the DeKalb County School System. If the reasons 
influencing teacher turnover are identified, then the school system administration can 
take administrative actions that may reduce the causes influencing teachers to resign 
from employment and enhance those factors for the purpose of influencing teachers 
who are considering resignation from employment to remain with the school system. 
This study will also determine the influence of various demographic factors on 
teacher attrition in the DeKalb County School System. The study indicates that 
different administrative actions are required for reducing teacher attrition for different 
groups of teachers based on their demographic characteristics. 
The questionnaire used in this study was developed by the U.S. Department of 
Education for use in the 1991-92 Teacher Follow-up Survey. The “Teacher Job 
Satisfaction Survey” (Form 1) was sent to the 261 teachers in the subject group who 
remained actively employed in the DeKalb County School System through June 30, 
1996; and the “Teacher Job Satisfaction Survey” (Form 2) was sent to the 265 former 
teachers in the subject group who resigned prior to July 1, 1996. The questionnaire 
contains a scale with four choices for rating various factors that are motivators for 
remaining employed or motivators for resigning from employment. Copies of the 
correspondence and survey instruments that were mailed to subjects in the study are 
located in appendix B. 
Prior to the distribution of the surv eys, the teachers were contacted via U.S. mail 
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to introduce the researcher, the research project, the authenticity of the study, and the 
forthcoming survey. This advance notice was one of the efforts made to obtain the 
cooperation of the subjects. 
The questionnaires were delivered by school system courier to subjects who are 
current employees and via U.S. mail to subjects who are former employees. A second 
distribution was performed to those who did not return their surv eys by an established 
deadline in an effort to achieve a higher participation level by the subject group. Each 
survey form contains an encrypted number to identify each respective subject and the 
demographics of the respective subject. These numbers were designed for use in per¬ 
forming computer data input for the statistical studies. 
Basic statistical operations were performed using the demographic data. ANOVA 
tests were performed to determine if there is a significant difference between each of 
the twenty-two independent variables that are perceived to affect the attrition and 
retention of teachers in the DeKalb County School System with respect to each of the 
six independent variables that are demographic factors about the subjects. 
Background of the Problem 
In earlier times, women only had three promising job opportunities outside of the 
home: clerical work, nursing, and education. (Peters 1934) Nursing and education 
attracted the smartest of women who chose to work. Biklen (1995, 50) reported: 
Society, roles for women, and teaching changed dramatically over the 
course of the nineteenth century. The century also witnessed the gradual 
feminization of teaching. That is, women began to teach in publicly supported 
schools in addition to the private schools to which they had already gained 
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access. Their numbers swelled by the 1860s, and they predominated by the 
1880s. The 1900 census reported that women constituted 74.6 percent of the 
teaching force. 
Elsbree (1939, 429) reported that “in teaching, as in many other lines of work, turnover 
has been high and the average length of stay in the profession prior to 1900 would not 
have exceeded ten or twelve years even in the large cities.” 
In modern times, job opportunities are available to women in almost every work 
place. The RANI) Report states that the trends contributing to a potential teacher 
shortage were “increased enrollments, an aging teacher force nearing retirement, low 
enrollments in teacher training programs, the more attractive professional opportuni¬ 
ties for women outside teaching, and teaching conditions that deter the best students 
from entering and staying in teaching.” (Grissmer and Kirby 1992, v) 
Cromie (1997, 359) reported that “during 1996, U.S. Astronaut Shannon W. Lucid 
spent 188 days in space, setting both a U.S. space endurance record and a world space 
endurance record for women.” One could say that the opportunities for women are out 
of this world! Lucid is an example of one who illustrates that the most talented women 
in the work force do not enter the field of education. The most talented women now go 
to the medical field, the data processing field, law, and the business world. 
Teacher attrition is commonplace throughout education. The teaching profession 
has the reputation for low salaries, and men have frequently chased the almighty 
dollar. Low compensation has traditionally been one of the major reasons for attrition 
by men. (Lee 1991) Parenthood has traditionally been one of the major reasons for 
attrition by women. 
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Recent developments have frightened individuals away from education. These 
relate to a safe school environment and include AIDS, drugs, legal challenges, and 
weapons. (Barnett-Jones 1993) On September 25, 1996, Dr. Horace P. Morgan, a 
teacher on duty at the DeKalb Alternative School in Decatur, Georgia, was murdered 
by a student. (Oglesby 1996) Teachers now work in schools protected by video 
cameras, metal detectors, locked doors, campus security supervisors, police detectives, 
and even police dogs. In 1991, Dr. Robert R. Freeman, Superintendent of the DeKalb 
County School System, reported that “the DeKalb School District has the highest 
teacher turnover rate of Atlanta's six biggest school systems and the region's second 
highest growth rate of juvenile crime.” (Sorrells 1991,4) 
Statement of the Problem 
The high levels of resignations by newly-hired teachers in the DeKalb County 
School System create a financial waste through the loss of investments spent in the 
employment and support of new personnel; recruitment program; orientation and 
induction process; supervisory support; and staff development activities that include, 
in many instances, cash stipends paid directly to the teachers. Furthermore, the 
resignations cause a loss of production and a reduction in the effectiveness of the 
instructional program by causing teacher vacancies throughout the school year, by 
creating situations that must be covered by substitute teachers for up to sixty days, and 
by diverting funds and administrative time away from instructional endeavors. 
According to the official minutes of the DeKalb County Board of Education, the 
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overall professional staff attrition rate in DeKalb is 7.4 percent. (DeKalb Count}' 
School System 1992, 1993, 1994, 1995,1996) The annual attrition rate for newly-hired 
teachers in DeKalb has a mean of 10 percent, and the five-year attrition rate for newly- 
hired teachers in DeKalb is 50 percent. There is a need for this study to identify the 
specific reasons for attrition by newly-hired teachers in DeKalb. 
After reviewing the literature between 1890 and the present, eight dissertation 
studies relating to attrition of teachers in Georgia were identified. (Beckman 1960, Lee 
1968, Montgomery 1981, Crawford 1986, Galloway 1990, Seery 1990, Shackelford 1992, 
and Duncan 1994) Only one teacher attrition study was identified that was performed 
in DeKalb, and it related to all teacher resignations during a single year. (Shackelford 
1992) There was no teacher retention study found that had been completed in the 
DeKalb County School System. 
This study is of a unique design because it relates to a study of newly-hired teachers, 
it tracks attrition of the subjects for five years, it considers six demographic variables 
and twenty-two satisfiers/dissatisfiers, and it relates only to the DeKalb County School 
System. The study provides information that may be essential to administrative efforts 
to reduce the exodus of newly-hired teachers from the DeKalb County School System. 
Significance of the Study 
Teacher attrition factors are contributing to deficiencies in staffing teaching 
positions in the DeKalb Count}' School System and are diminishing the quality of the 
instructional program. The deficiencies in staffing positions develop for a variety of 
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reasons. At the beginning of the academic year, some of the larger schools may have 
over one dozen vacancies; and many schools have one or more vacancies. 
Teacher turnover mid-year frequently means that a substitute teacher is teaching 
certain classes for up to sixty days which equates to one-third of the academic year. 
Teacher turnover mid-year frequently results in a mediocre-quality replacement. New 
teachers who are available to be hired midyear to fill vacancies are frequently the least- 
desirable job applicants in the labor pool. The selected teacher may be the only avail¬ 
able teacher in the applicant pool! 
Teacher turnover mid-year creates an additional need to employ teachers who are 
only eligible for an emergency or provisional teaching certificate. The DeKalb County 
School System currently has 246 teachers employed on emergency, probationary , or 
provisional teaching certificates. (DeKalb County School System 1997b) 
In most instances, new teachers with little or no experience are not as effective as 
experienced teachers. When teacher turnover occurs, it frequently means that an 
experienced teacher is resigning; and the replacement teacher is a new college graduate 
with no experience. While there are twenty' thousand job applications on file in the 
school system and while competition is keen for employment as a teacher in the DeKalb 
County School System, some new teachers resign in less than one year; some resign in 
less than one month; some resign in less than one week; and some resign in less than 
four hours. (DeKalb County School System 1997c) 
Despite the problems noted above, teacher attrition occurs in the DeKalb County 
School System with very little administrative investigation or effort to reduce the rate 
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of attrition. Exit interviews are rarely conducted with terminating employees, and no 
questionnaires regarding their work experiences and reasons for resignation are 
provided to terminating employees. In addition, no attitude surveys are provided to 
active employees to assess their needs, wants, or desires that relate to motivational 
enhancements that would promote continued employment with the DeKalb County 
School System. Based on the previously stated conditions, there may be a beneficial 
impact by the findings of this study on current theory and/or practice. 
This study is significant because it may enable school administrators of the 
instructional program to identify and improve the motivational variables that cause 
teachers to resign and also those motivational variables that encourage experienced 
teachers to remain in service longer. The effects of reduced teacher attrition and 
improved teacher retention will also be reflected by many improvements in staffing of 
schools in the school system and contributing to the improvement of the instructional 
program. 
Midyear teacher resignations may be diminished resulting in a reduction of days 
that students are taught by substitute teachers. Teacher attrition midyear may be 
reduced, and the need to employ the least desirable job applicants may be lessened. 
Midyear teacher turnover may be curtailed resulting in a reduction in the need to 
employ teachers who are only eligible for substandard teaching certificates. 
With lower teacher attrition, fewer new teachers who have no experience will be 
employed; and students will be taught longer by teachers who have received in-service 
training in DeKalb rather than by newly-hired teachers who have received only 
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minimum in-service training or possibly no in-service training in DeKalb. 
Funds spent on staff development activities will reap greater benefits for students 
in DeKalb if the teachers who receive the in-service training continue teaching in the 
DeKalb County School System. If staff turnover can be reduced, then the expenses 
relating to recruitment, employment, orientation, induction, and in-service training can 
be diverted to instructional endeavors. The results of this study may have implications 
for improved policies and procedures. 
The findings from this study have the potential to change several administrative 
practices in the DeKalb County School System. Grissmer and others (1992, vii) state: 
Accurate measures of teacher attrition are needed to serve several 
important planning and policy objectives. First, attrition rates largely 
determine how many teachers need to be hired each year; they thus play a 
significant role in assessing future teacher shortages. Because of this, it is 
crucial to measure and predict attrition accurately. Predicting attrition is the 
most important and the most difficult of the components of supply and 
demand. Without credible predictions of attrition, teacher shortages cannot 
be addressed. 
This study identifies those motivational variables that may reduce teacher attrition 
and enhance teacher retention in DeKalb. Funk (1993, iv) advises that “rather than 
look to increasing the pool of applicants, school districts may want to consider investi¬ 
gating attrition patterns of their teachers as well as variables that affect a teacher’s 
decision to remain in the classroom and focusing on programs that reduce the attrition 
rate.” 
Based on the findings and recommendations of this study, the school system 
administration may take action to reduce or alleviate those reasons for turnover that 
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can be influenced by administrative action. The administration may also take appro¬ 
priate action to strengthen factors relating to job retention in order to motivate those 
individuals who are considering resignation to remain employed in the system. 
Research Questions 
For the purpose of this study, the research questions addressed include the 
following: 
1. Is there a significant difference between each of the twenty-two variables that 
are perceived to affect the attrition and retention of teachers in the DeKalb 
County School System with respect to the ages of the teachers? (see page 14) 
2. Is there a significant difference between each of the twenty-two variables that 
are perceived to affect the attrition and retention of teachers in the DeKalb 
County School System with respect to the certification fields of the teachers? 
3. Is there a significant difference between each of the twenty-two variables that 
are perceived to affect the attrition and retention of teachers in the DeKalb 
County School System with respect to the certification levels of the teachers? 
4. Is there a significant difference between each of the twenty-two variables that 
are perceived to affect the attrition and retention of teachers in the DeKalb 
County School System with respect to the experience in DeKalb of the teachers? 
5. Is there a significant difference between each of the twenty-two variables that 
are perceived to affect the attrition and retention of teachers in the DeKalb 
County School System with respect to the gender of the teachers? 
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6. Is there a significant difference between each of the twenty-two variables that 
are perceived to affect the attrition and retention of teachers in the DeKalb 
County School System with respect to the race of the teachers? 
7. Is there a significant difference between each of the twenty-two variables that 
are perceived to affect the attrition and retention of teachers in the DeKalb 
County School System with respect to the leaver or stayer group status of the 
teachers. 
8. Is there a significant difference between the overall satisfaction ratings of the 
twenty-two variables that are perceived to affect the attrition and retention of 
teachers in the DeKalb County School System with respect to each of the six 
demographic variables that characterize the total sample. 
The twenty-two variables that may affect the attrition and retention of teachers and 
that are used is this study were developed by the National Center for Educational 
Statistics, a unit of the U.S. Department of Education. These same tw enty -two vari¬ 
ables are used in the national studies that are conducted by the National Center for 
Educational Statistics. (U.S. Department of Education 1994a) 
The twenty-two variables used in this study are listed below: 
1. Salary 
2. Opportunities for professional advancement 
3. Recognition and support from administrators 
4. Safety of school environment 
5. Your influence over school policies and practices 
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6. Autonomy or control over your own classroom 
7. Professional prestige 
8. Benefits 
9. Procedures for performance evaluation 
10. Teaching load 
11. Availability of resources and materials/equipment for your 
classroom 
12. General work conditions 
13. Job security 
14. Professional caliber of colleagues 
15. Intellectual challenge 
16. Student motivation to learn 
17. School learning environment 
18. Student discipline and behavior 
19. Class size 
20. Support from parents 
21. The esteem of society for the teaching profession 
22. Overall job satisfaction 
Summary of the Introduction 
Teacher turnover is perceived as a major problem in the public school arena. 
Instruction is suffering under the guidance of new teachers who may have only 
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provisional certification and/or who may have little or no teaching experience or in- 
service training. 
In the instances of mid-year teacher resignations and teacher replacements, the 
students may attend classes for weeks that are taught by substitute teachers. Finally, 
when a teacher arrives mid-year, the individual may have been the only applicant 
available in the labor pool. 
It is estimated that the cost to recruit, interview, check references, fingerprint for 
reports of criminal records, conduct employment conference, process for employment, 
provide orientation, provide in-service training, and pay for mistakes made by new 
employee errors is $2,000 per employee. This expense for recruiting and employing 
hundreds of employees is diverting funds to administrative functions that could other¬ 
wise be spent to support instructional endeavors. 
This study is needed in the DeKalb County School System to determine more 
precisely the reasons for teacher attrition and the reasons for teacher retention. Based 
on the findings and recommendations of this study, the school system administration 
may have a research base to take appropriate action to reduce or alleviate reasons for 
attrition. The administration may also choose to take appropriate action to strengthen 
factors relating to job retention in order to motivate those individuals who are consid¬ 
ering resignation to remain employed in the system. 
Chapter 2 will contain a global view of the literature about teacher attrition and 
retention of teachers. It will also include a review of the literature about the demo¬ 
graphic variables and the satisfaction variables used in this research. 
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In conclusion, this research is about the perceptions of the variables relating to job 
satisfaction. The administration of the school system may use the findings of this study 
to develop a plan to reduce teacher attrition, to improve teacher retention, and to 
improve instruction. 
CHAPTER TWO 
REVIEW OF THE RELATED LITERATURE 
Organization of the Review 
This study investigates the perceptions of teachers of the variables that motivate 
teachers to resign and the variables that motivate teachers to remain employed. In 
order to enhance the understanding of the conditions in DeKalb County, it is prudent 
to study the conditions throughout the world, the United States, the southeast, and the 
state of Georgia. 
This review of literature concentrates on the variables that influence teacher 
attrition and retention. The global variables that influence attrition and retention of 
teachers are presented following the introduction. The chapter will conclude with the 
implications of the literature for the study and how the findings of the study might fill 
existing voids in the empirical and/or theoretical literature. 
Global View of Teacher Attrition 
World 
The International Labour Organisation (ILO) is an agency that monitors the supply 
and demand for teachers worldwide. The ILO (1991, 14) reported that “shortfalls of 
well-trained teachers are known to be a chronic handicap to educational efforts in 
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many developing countries; but responses to the International Labour Office question¬ 
naire demonstrate that shortages are common around the world, in all subject areas, 
at all educational levels, and at all income levels.” The ILO (1991, 11) also stated: 
In the context of future needs, it has been estimated that for universal 
primary education, or 100 percent gross enrollment rations, to be achieved by 
the year 2000 would require the training of about 4.5 million teachers in low- 
income countries (other than India and China), and that is 1.8 million more 
than will be prepared under present circumstances. 
Bowers (1991, 1) reported that “one of the foremost problems facing overseas 
schools is a high rate of teacher turnover. With annual turnover rates commonly in 
excess of 25 percent, many overseas administrators must struggle to maintain stability 
and continuity in their schools' academic programs while also managing the high cost 
of teacher replacement.” 
Elgharbawy (1992, 2) conducted a study that focused on public policy affecting 
teacher supply and demand in the United States, England, Hungary, and Egypt. She 
found that there were certain mutual weaknesses in existing personnel policies 
including “poor remuneration for teachers, lack of opportunity for advancement, and 
poor working conditions.” She noted that “in combination, these factors hold the 
potential for driving teachers away from teaching into alternative employment.” The 
conclusion drawn in a study by Chilisa (1995, 1) is that “schools in Botswana show 
turbulence that is a result of high teacher turnover ....” 
Nation 
On September 12, 1996, the National Commission on Teaching and America’s 
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Future provided a national employment forecast as follows: 
During the next ten years, the United States will have to recruit and hire 
more than two million teachers for America’s schools to make up for 
retirements and rising student enrollments. By 1998, America’s schools will 
enroll 52 million students, more than they have ever enrolled before. Already, 
districts are reporting shortages of qualified teachers in critical subject areas 
such as math, science, and special education, shortages of minority and male 
teachers, and shortages of teachers in poor urban and rural districts. 
(Darling-Hammond 1997, 10) 
Following a period of declining student enrollments, the forecasts indicate that 
student enrollment is again on the increase. According to McKenna (1997, 23), “The 
U.S. Department of Education projects that between 1996 and 2006, total school enroll¬ 
ment will increase from 51.7 million to 54.6 million.” 
Polis (1990, 687) reported that “the U.S. is facing a shortage of math and science 
teachers that could severely hamper the U.S. economy.” Mont and Rees (1996, 152) 
indicated that “a number of authors have suggested that the U.S. will face a shortage 
of qualified teachers in the near future, especially in the areas of math and science.” 
Walter (1996, B-8) reported that Ingersoll, a University of Georgia researcher, found 
that “in math, 27 percent are taught by teachers without a major or minor in math; 
and 56 percent of students in classes such as physics, chemistry, geology, and earth 
science have teachers without a thorough background in those fields.” 
The National Center for Educational Statistics provides information about teacher 
retention as follows: “Among teachers who stayed in the same school between school 
years 1990-91 and 1991-92, 53.4 percent of public school teachers felt that providing 
higher salaries or better fringe benefits is the most effective step that schools might take 
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to encourage teachers to remain in teaching.” (U.S. Department of Education 1994b) 
Winters (U.S. Department of Education 1995) indicated that an objective of the 
national Goals 2000 project is to increase significantly the number of teachers with a 
substantive background in mathematics and science by the year 2000. 
Individual States 
Alaska 
Weise (1990, 1) reported that in Alaska, “Leaving teachers were more influenced 
by such factors as access to family/friends and social opportunities.” He also found that 
“the voluntary leaving rate was 15 percent with higher rates in schools with enroll¬ 
ments of less than one hundred students.” 
Arizona 
Lancaster (1992, 1) conducted a study about teachers on Native American 
reservation schools in Arizona. He found that “the total survey turnover rate average 
for the forty-five schools was 35 percent. Fourteen schools experienced a high turnover 
rate with an average rate of 73 percent and a range of 40 percent to 100 percent.” 
Kochanek-Ehlerman (1993, 2) conducted a similar study and found that “many new 
teachers stay only one year, or in some cases, do not even make it to the end of the 
school year before leaving.” 
California 
Dibb (1990, 2) reported that “the nation now faces a teacher shortage.” She 
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indicated that “California, which by the year 2000 will enroll one in eight of the 
nation's school age children, will need approximately 100,000 teachers within the next 
five years.” 
According to a study by Quezada (1992, 2), California had a demand for 14,897 
additional bilingual teachers. Data from her study also indicated that “districts re¬ 
ported a shortage of 10,293 teachers able to provide English Language Development 
(ELD) instruction to Limited English Proficient (LEP) students.” Arriaga (1993, 2) 
stated that “school districts are stymied by the limited number of teachers with pro¬ 
fessional training in bilingual education. The shortage in the state of California is a 
present day reality, as identified limited English proficient students are not receiving 
bilingual instruction because of the current bilingual teacher shortage.” 
Ott (1994, 1) conducted a study to investigate the role of teachers from Spain and 
Mexico to help alleviate the bilingual teacher shortage in California. She found that 
school districts are not “providing the training needed to support exchange teachers.” 
Delaware 
Wray (1991,1) reported that “Delaware is, like many other sections of the nation, 
beginning to experience tensions among the raising of teaching standards, the aging of 
its teaching force with many nearing retirement, and the increasing need to staff more 
classrooms as the number of entering students increase.” He also indicated that “after 
years of declining student enrollments, the trend has reversed; and Delaware now faces 
the same problem encountered by other areas of the nation. The annual supply of 
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locally-trained teachers does not meet the demand.” 
Texas 
Dial (1992, 1) reported that “the Alternative Certification Program (ACT) was 
implemented in Texas to help alleviate staffing shortages.” She also indicated that the 
ACP was an effort to develop a teacher training program capable of producing teachers 
who are equal or superior to teachers who are trained via traditional methods. 
Southeast 
Research by Schaerer ( 1996,5) found that “among the Southeastern states surveyed 
for the 1996-97 school year, Mississippi had the greatest demand for teachers followed 
by Louisiana, North Carolina, and South Carolina. Tennessee and Kentucky showed 
a near balance in supply/demand for teachers.” The Collegiate Employment Research 
Institute reported that the most job opportunities for new teaching graduates were in 
the southwestern, southeastern, and south central regions of the United States. (Scheetz 
1995) 
Savage conducted a study regarding minority teachers in South Carolina. 
“According to the study, 25.5 percent of minority teacher respondents planned to leave 
teaching in South Carolina between 1989 and 1994. Major reasons given by these 
minority teacher respondents for leaving teaching included stress, inadequate salary, 
and retirement.” (Savage 1990, 1) 
G'Fellers (1992) conducted a study of teacher supply in 362 school districts in 
Florida, Georgia, North Carolina, South Carolina, Tennessee, and Virginia. She found 
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that 51.9 percent of urban and 50 percent of rural districts cited teacher shortages. She 
also found that 47.2 percent of the small and 56.8 percent of the large districts reported 
teacher shortage conditions. 
Georgia 
Duncan (1994,1) found that “fifteen percent of the math teachers surveyed reported 
that they were not certified by Georgia to teach math. More than one-half of the 
teachers held certification at the minimum level. About one-fourth of the principals 
had experienced recent difficulty finding qualified math teachers.” Galloway reported 
that part-time teachers are being used to help ease the teacher shortage in Georgia. She 
also indicated that “the greatest number of part-time teachers were teaching in special 
education or related fields.” (Galloway 1990, 1) 
Coweta County, where Newnan is located, is just thirty miles southwest of Atlanta. 
According to Lightsey (1997,30), “The population of Coweta County has jumped from 
54,000 to 74,000 in the six years since 1990, as about 3,500 new residents move in 
annually.” To keep pace with the growth, Lightsey (1997) reports that new schools are 
being over-built to compensate for the eight hundred new students being added each 
year. New student growth means adding classrooms and adding teachers. 
Metropolitan Atlanta 
The metropolitan Atlanta area has a greater population than the states of Arkansas, 
Mississippi, or South Carolina. Grimes (1997, 21) surmised that “if the Atlanta area 
was a state, it would rank as the 25th largest state.” The Michigan Population Studies 
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Center indicates that metropolitan Atlanta has been the fastest growing region in 
America since 1985. (Becker 1997) The U.S. Census Bureau also reports that “net 
domestic migration is higher in Atlanta than any other metro area in the nation.” 
(Becker 1997, E-l) Unfortunately, this rapid population growth creates problems for 
staffing schools. A survey by Towns (1997, D-2), determined that “about 65 of 
Atlanta’s 370 special education positions were vacant last year.” 
Variables That Relate to Teacher 
Attrition and Retention 
Although there are innumerable variables that relate to teacher attrition and 
retention, the variables in this review are confined to those that will be reflected in the 
statistical analyses of this study. These variables are the same variables selected for use 
in the Schools and Staffing Survey conducted by the National Center for Educational 
Statistics, a unit of the U.S. Department of Education. 
The variables have been divided into two groups. The groups are: (1) demographic 
variables and (2) variables that are satisfiers or dissatisfiers for teachers. Definitions 
and computer codes for the variables are provided in appendix C. Research related to 
the variables is provided in the sections that follow. 
Demographic Variables 
Parsons (1991, 1) cited that “district staffing needs will be better served by 
understanding both the demographic realities of supply versus demand of teachers and 
w hich teacher retention incentives hold the most promise.” Tompkins (1995, 1) re- 
26 
ported that the results of his study indicated that .. teachers’ attitudes and percep¬ 
tions combined with selected teacher and school demographic characteristics were 
indeed influential factors differentiating teachers who left teaching from teachers who 
stayed.” The demographic variables that describe the subjects are provided below. 
Related research is also provided. 
Age 
A study by Warr (1991, 1) which involved 970 teachers discovered that “the 
youngest age group had the greatest intent to leave and was the least satisfied. 
Teachers with six to ten years of tenure reported the highest intent to leave, with the 
oldest group reporting the lowest intent.” 
A study of teachers in Pennsylvania by Pessima (1992, 1) confirmed that “attrition 
rates for younger teachers and those with one year service were 18.3 percent. Mid¬ 
career teacher attrition rates ranged from 2 percent to 7 percent. Attrition rates for 
teachers eligible for retirement ranged from 11 percent to 47.3 percent.” Shin (1992, 
1) found that “teacher attrition rates change over time due to the age distributions of 
teachers entering teaching.” 
A study of teachers in Wisconsin by Sieracke (1995, 2) considered the effects of age 
and gender on attrition by teachers. She determined that “... females left because of 
family obligations,... and males left for increase in income and positions in business 
and industry.” She also concluded that teachers under thirty left teaching for an 
increase in income. 
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Certification Fields 
Parsons (1991, 1) determined in a study that superintendents in New York 
“indicated that math, science, technology, and foreign language positions were difficult 
to fill.” In a study conducted by Shin (1992, 1), the major conclusions were that 
“science and English teachers were more likely to leave teaching than those in other 
subject areas.” Shin also concluded that “elementary school teachers tended to stay in 
teaching longer than secondary teachers.” 
In a study conducted in Texas by Cummings (1994,1) about the correlation of stress 
and job satisfaction, the “results indicate no significant differences were observable 
between teachers with varying certification classifications or between elementary and 
secondary teachers.” Duncan (1994, 1) determined that “fifteen percent of the math 
teachers surveyed reported that they were not certified by Georgia to teach math.” 
Dunbar (1995, 2) found that “exits are higher among teachers with ... a science, 
math, computer science, English, or vocational/technical assignment. ...” A study 
by Slack-Williams (1996,1) concluded that “teachers who were certified and teaching 
in their areas of certification experience less anxiety and cope with stress more 
successfully.” 
The National Commission on Teaching and America’s Future reported that “more 
than 50,000 people who lack the training required to their teaching assignment enter 
the classroom annually on ‘emergency’ or substandard licenses. Today, fewer than 75 
percent of all teachers have studied child development, learning, and teaching methods 
and have degrees in their teaching subject areas.” (Darling-Hammond 1997, 10) 
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Certification Level 
Shin (1992,1) found that “regular certificate holders tended to remain in teaching 
longer than provisional certificate holders.” Shin also concluded that “teachers who 
had masters degrees or graduated from five-year teacher education programs tended 
to stay in teaching longer than those who had other degrees.” 
Andersen (1995,1) completed a study on alternative teacher certification in contrast 
to the traditional college degree program leading to teacher certification. He noted that 
“teacher retention studies yielded a favorable retention rate and an increase in the 
overall number of alternative certification teachers hired during the past five years.” 
Experience in Education 
In a study entitled Attrition from Teaching in Public Schools in the State of 
Pennsylvania, Pessima (1992,1) determined that “attrition rates for younger teachers 
and those with one year of service were 18.3 percent.” The major conclusion found by 
Shin (1992, 1) was that beginning teachers are more likely than veteran teachers to 
leave teaching. 
Morgan (1994,1) discovered that “as years of service increase, teachers’ satisfaction 
with their jobs diminish.” Dunbar (1995, 2) reported that “exits are higher among 
teachers with less classroom experience ” 
Gender 
Lee (1991,1) concluded that .. the effects of salary differentials between teaching 
and alternative occupations available to teachers were only true for males.” In 
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addition, Lee found that “women showed a much lower response to earnings than did 
men; and after leaving teaching, many women did not accept other employment; they 
left teaching to devote more time to take care of children and do other family 
responsibilities.” In a study in Virginia by Ruben (1993), it was determined that home 
life affects job satisfaction. 
Pyle (1994,1) reported that “African-American male teachers who survived these 
early years of attrition were predicted to have the longest teaching careers, followed by 
non-minority males. Steady attrition throughout their careers resulted in a much 
shorter predicted career for females of both races.” 
Sieracke (1995, 2) discovered that female teachers leave teaching “the first time 
because of marriage or pregnancy.” She also reported that “... males left the first time 
for increases in income and positions in business and industry.” 
Race 
A study by Savage (1990, 1) reported the “major reasons given by the minority 
teacher respondents for leaving teaching included stress, inadequate salary, and 
retirement.” A study conducted in Texas by Cummings (1994,1) determined that “the 
personal demographic variable which was related to the stress scales was race.” 
Gallavan (1994, 1) completed a study that related teacher retention and attrition 
trends with impacts of decreasing numbers of non-Anglo teachers. She found that all 
teachers identified dissatisfying factors that contributed to attrition to be “student 
discipline problems, poor salary/employee benefits, inadequate support from parents, 
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inadequate support from principal/administration, and class sizes too large.” Gallavan 
also found that the non-Anglo teachers identified attrition factors to be “poor op¬ 
portunities for professional advancement/promotion; lack of cohorts/few feelings of 
collegiality; and feelings of prejudice, including racism and tokenism.” 
Pyle (1994,1) compared the career patterns of non-minority and African-American 
teachers in a public school system in Maryland. His study indicated several differences 
in career patterns that make an impact on teacher retention. He concluded that 
“African Americans had higher attrition rates during the first two years of teaching 
than did their non-minority colleagues.” Pyle also determined that “African-American 
male teachers had the highest early attrition rates,” and he discovered that “African 
Americans had much higher promotion rates than did non-minority teachers.” 
Dependent Variables in the Study 
The twenty-two factors that describe the perceptions of teachers’ reasons for 
resigning from employment or continuing with employment are the dependent 
variables. The twenty-two dependent variables that were selected by the U.S. Depart¬ 
ment of Education for their periodic attrition and retention studies are presented along 
with relevant reference information. 
Availability of Resources. Materials, 
and Equipment for Your Classroom 
The respondents in a study by Ruben (1993, 1) indicated that “the principal, 
coworkers, students, materials ... and participatory decision-making all affected job 
31 
satisfaction.” Natale (1993, 14) quoted Sharon Bobbitt, an NCER statistician who 
studies teacher attrition, as stating that “inadequate administration support... could 
mean they’re not getting supplies in the classroom, or they’re not receiving instruc¬ 
tional support.” 
Autonomy or Control over 
Your Own Classroom 
In a study entitled An Analysis of Factors Related to Teacher Attrition, Linker (1992, 
2) concluded that “increasing salaries and pay incentives and giving teachers more 
authority/support in the classroom . . . were suggested by respondents as the most 
effective steps for decreasing attrition.” The respondents in a study by Ruben (1993, 
1) indicated that “the ... materials, autonomy ... and participatory decision-making 
all affected job satisfaction.” 
Benefits 
Gallavan (1994) completed a study that related teacher retention and attrition 
trends with impacts of decreasing numbers of non-Anglo teachers. She found that all 
teachers identified dissatisfying factors that contributed to attrition to be student 
discipline problems and poor salary/employee benefits. Sieracke (1995) indicated that 
the main reason that individuals who have left teaching and then return to teaching is 
due to the need for income and benefits. 
Class Size 
Gallavan (1994) discovered that “attrition factors which teachers considered 
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dissatisfying included ... class sizes too large.” In research by Dunbar (1995, 2), it was 
determined that “exits are higher in ... schools with student-teacher ratios ... above 
20:1.” In a study by Stinebrickner (1996, 1), it was found that “... spending financial 
resources on wage increases may be more advantageous than decreasing the average 
student teacher ratio at schools.” 
Esteem of Society for 
the Teaching Profession 
Paladino (1990, 1) reported that “negative perceptions of the public schools and 
teachers have existed since the launching of Sputnik.” Webb (1990, 1) discovered that 
“there were only two areas where satisfaction was above the 50th percentile, namely 
community support and rapport among teachers.” 
Weise (1990, 1) determined that “staying teachers focused their concern on school- 
related issues within the community, with respect to factors such as . . . attitudes of 
parents toward the school... .” One of the conclusions of the research by Connolly 
(1995, 2) was that a major reason for remaining or leaving teaching stems from 
“society’s treatment of teachers.” Michel (1997,248) reported that “in a critical review' 
of teacher training programs, Sarason found that teacher education programs do not 
have the status and prestige of other programs . . . .” In contrast to the findings of 
Michel, Fisher (1997, 8) determined that “Americans are high on teaching! Some 57 
percent of adults recently surveyed rated teaching the ‘most beneficial’ profession, 
more than twice the 25 percent who gave medicine that honor.” 
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General Work Conditions 
The effect of perceived work place conditions is an important factor in teacher 
attrition and retention. Weise (1990), Blackburn (1991), Linker (1992), and Sclan 
(1993) reported that poor work place conditions conspire against the career choice 
commitment and retention by teachers. 
In a study in California by Webb (1990, 1), “It was concluded that elementary 
teacher morale was determined to be low, but that lower morale levels related more to 
teachers' perceptions of their own well-being versus that of the working environment.” 
In the Weise (1990, 1) study, it was found that “staying teachers focused their concern 
on school-related issues within the community with respect to educational opportunities 
for their own children.” 
It was also indicated by Weise (1990), that a major conclusion of her study reveals 
the importance of community characteristics to leaving teachers. The leaving teachers 
were more influenced by access to family and friends and by social opportunities. 
The induction process and general work conditions were addressed by Blackburn 
(1991). Participants in that study validated the induction factor as being salient to 
beginning teacher decisions to exit or remain in teaching positions. Work condition 
perceptions were also found to be significant in the decisions to exit or stay in teaching 
positions. 
Miller (1991,2) reported that “the field of emotional disturbance has been identified 
by several state departments of education as a critical teacher shortage area. Attrition, 
due to burnout, is one of the main reasons given for this shortage.” In her study, 77.5 
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percent of the teachers scored in the low range in the category for perception of 
“personal accomplishment,” and 67.1 percent of the teachers scored in the low range 
in the category for perception of “depersonalization.” 
In the study by Carlson (1992, 2), depersonalization, emotional exhaustion, and 
perceptions of personal accomplishment were studied. Each of the variables was 
assessed as being significant as components of burnout that led to the intention by 
special education teachers to leave teaching. 
Hendricks (1992,1) determined that “... various job-related factors (e. g., support, 
work assignment, student factors, work rewards) were most important to . . . job 
satisfaction and plans to remain in and leave special education teaching in Memphis 
City Schools.” In a study entitled An Analysis of Factors Related to Teacher Attrition, 
Linker (1992, 2) reported that “increasing salaries and pay incentives ... and improv¬ 
ing general working conditions were suggested by respondents as the most effective 
steps for decreasing attrition.” 
Krei (1993, 1) concluded that “teacher job satisfaction is significantly related to 
poverty concentration, as are a number of other variables measuring working 
conditions.” The respondents in a study by Ruben (1993, 1) indicated that “the 
principal, coworkers, students, materials, autonomy, home life, parents, personality, 
and participatory decision-making all affected job satisfaction.” The respondents also 
reported that the “extrinsic dissatisfiers were poor working conditions and unpleasant 
student relationships.” 
Cummings (1994,1) discovered that “special education teacher turnover in urban 
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districts is a problem for many school districts. Methods for retaining teachers within 
the teacher ranks are becoming critical as the number of special teachers needed 
increases.” Cummings also reported that “depersonalization was found to be a signifi¬ 
cant factor in the extrinsic satisfaction a teacher experienced in his/her job.” 
According to Duncan (1994, 1), “Principals in rural schools and in poor schools 
reported more difficulty finding qualified teachers.” A study entitled New Teacher 
Attrition: The Case of Louisiana by Frantz (1994, 1) found that a major factor relating 
to teacher attrition is the low-rated quality of life in some districts. Frantz also 
reported that “urbanization is a major factor in understanding new teacher attrition. 
Surprisingly, rural districts are more likely to lose teachers than urban districts.” 
Gallavan (1994, 1) reported that attrition factors ranked more frequently by non- 
Anglo teachers included “feelings of prejudice, including racism and tokenism.” Slack- 
Williams (1996) conducted a study regarding anxiety and stress. She determined that 
teachers who were certified and teaching in their area of certification experienced less 
anxiety and coped with stress more successfully. She also found that special education 
teachers had significantly higher levels of anxiety than regular education teachers. 
Influence over School 
Policies and Practices 
Hindle (1992, 1) observed that “through certification, the state can control the 
number and quality of those licensed to practice the profession. It is the state’s chief 
educational policy tool.” Pessima (1992) performed a study regarding attrition from 
teaching in public schools in the state of Pennsylvania. He noted that attrition from 
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teaching was assumed to be partly a function of age and service. He found that “the 
high attrition rates for groups eligible for retirement indicate the structure of the 
retirement system can influence attrition strongly.” 
Natalie (1993, 17) reported that “teachers’ voices are largely silent in policy 
making.” She also reported that “according to the 1993 Metropolitan Life Survey of 
the American Teacher, 57 percent of the teachers surveyed say too little decision¬ 
making authority rests with local schools.” The respondents in a study by Ruben 
(1993, 1) found that “the principal, coworkers, students, materials, autonomy, home 
life, parents, personality, and participatory decision-making all affected job satisfac¬ 
tion.” Sclan (1993, 1) found that “a systemic approach to changing the organizational 
patterns of decision-making within schools may strengthen beginning teachers’ 
commitment to their work ... as well as their plans to remain in teaching.” 
Intellectual Challenge 
In a study entitled An Analysis of Factors Related to Teacher Attrition, Linker (1992) 
discovered that intellectual challenge of the job was not a significant factor that 
contributed to job satisfaction. The satisfier is rarely referenced in the literature. 
Job Security 
Morgan (1994,1) concluded that “to help retain teachers, salary, benefits, and job 
security need to be increased.” Mont and Rees (1996,164) found that “the probability 




A study by Lee (1991, 1) determined that . . the effects of salary differentials 
between teaching and alternative occupations available to teachers were only true for 
males.” Ellgharbawy (1992, 2) reported that an examination of .. existing personnel 
policy indicated that there were certain mutual weaknesses: poor remuneration for 
teachers, lack of opportunity for advancement, and poor working conditions.” 
Frantz (1994) concluded that the availability of other job opportunities is an 
additional factor that affects new teachers' decisions to leave, but in an indirect way. 
Gallavan (1994, 1) cited that “. . . attrition factors ranked more frequently by non- 
Anglo teachers included poor opportunities for professional advancement....” Pyle 
(1994, 1) found in a school district in Maryland that “African Americans had much 
higher promotion rates than did non-minority teachers. Non-minority males had the 
lowest promotion rate.” 
Seo (1995) examined teacher perceptions of job opportunities outside of the school 
setting. She concluded that elementary teachers perceived that it would be harder to 
find a suitable non-teaching position than secondary school teachers. 
Overall Job Satisfaction 
In a study at the University of Georgia by Warr (1991, 1), “Three independent 
variables were determined to have significant power to predict overall job satisfaction: 
pay satisfaction, teaching satisfaction, and satisfaction with supervision.” Hendricks 
(1992, 1) discovered that “various job-related factors (e. g., support, work assignment, 
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student factors, work rewards) were most important to ... job satisfaction and plans 
to remain in and leave special education teaching in Memphis City Schools.” 
In a study entitled An Analysis of Factors Related to Teacher Attrition, Linker (1992, 
2) observed that “increasing salaries and pay incentives, giving teachers more authority 
and support in the classroom, and improving general working conditions were 
suggested by respondents as the most effective steps for decreasing attrition.” Shin 
(1992, 1) concluded that “teachers who were more satisfied with teaching tended to 
survive in teaching longer than those who were less satisfied.” 
Burch (1993,1) noted that “the satisfaction found in teaching children was a factor 
which motivated many teachers to remain in teaching in spite of negative conditions in 
the workplace.” Cross (1993) conducted a study on how to identify and retain out¬ 
standing teachers. In her study, she determined that the superior teachers entered 
education for the “purpose of serving others.” Krei (1993, 1) reported that “low-status 
schools do tend to have more new teachers and more unsatisfactory teachers than high- 
status schools.” She also found that “teacher job satisfaction is significantly related to 
poverty concentration ” The findings of her study suggest that “low-status schools 
arc at considerable disadvantage when trying to attract and retain effective teachers.” 
The respondents in a study by Ruben (1993, 1) discovered that “the principal, 
coworkers, students, materials, autonomy, home life, parents, personality, and partici¬ 
patory' decision-making all affected job satisfaction.” The respondents also reported 
that the “extrinsic dissatisfiers were poor working conditions and unpleasant student 
relationships.” 
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Morgan (1994, 1) reported in a study involving 207 teachers that “the majority of 
teachers rated job satisfaction as more important than the level of financial compensa¬ 
tion.” Connolly (1995, 1) cited that “the factors that influence a teacher to remain in 
teaching originate in their personal lives, emerging through feelings, background, and 
personality; and arise from the realm of their professional life, emanating through 
relationships and their definition of teaching.” In a study conducted in Kansas, 
Carlson (1996, 2) confirmed that job satisfaction factors were significant in teacher 
retention. 
Procedures for Performance Evaluation 
While policy makers target teacher evaluation as a fundamental tool for improving 
education, the teacher evaluation is used for other purposes. Waddell (1992, 1) noted 
that performance evaluation policies commonly report that the evaluations are 
designed to improve the teachers’ performance; however, the study revealed that 
“evaluation results in recommendations for teacher retention, dismissal, and tenure.” 
Professional Caliber of Colleagues 
Webb (1990, 1) discovered in her study that “there were only two areas where 
satisfaction was above the 50th percentile, namely, community support and rapport 
among teachers.” Burch (1993,1) concluded that “specific conditions of the workplace 
of the beginning teacher have a strong effect on their decision to remain in teaching. 
Those conditions involve support by staff and experienced or mentor teachers.” 
Ruben conducted a study on perceived factors associated with high and low job 
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satisfaction among teachers. She confirmed that “teachers with low job satisfaction 
were concerned with coworker support, student support, and parent support.” She 
also found that all teachers identified dissatisfying factors that contributed to attrition 
to be “student discipline problems, poor salary/employee benefits, inadequate support 
from parents, inadequate support from principal and district administration, and class 
sizes too large.” (Ruben 1993, 1) 
Gallavan (1994,1) also determined that the non-Anglo teachers identified attrition 
factors to be “poor opportunities for professional advancement/promotion, and lack 
of cohorts/few feelings of collegiality.” Connolly (1995, 2) noted that new teachers 
“were concerned with rampant teacher bashing.” The National Commission on 
Teaching and America’s Future has reported that “twelve percent of all newly-hired 
‘teachers’ enter without a license, and another 14 percent enter without having fully 
met state standards.” (Darling-Hammond 1997, 10) 
Professional Prestige 
Miller (1991, 2) observed that “the field of emotional disturbance has been 
identified by several state departments of education as a critical teacher shortage area. 
Attrition, due to burnout, is one of the main reasons given for this shortage.” In her 
study, 77.5 percent of the teachers scored in the low range in the category for 
perception of “personal accomplishment,” and 67.1 percent of the teachers scored in 
the low range in the category for perception of “depersonalization.” 
Ruben (1993, 1) reported that in her study the “intrinsic dissatisfiers include lack 
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of teacher achievement, lack of recognition, and lack of student success.” Connolly 
(1995, 2) discovered that “the factors that influence a teacher to remain in teaching 
originate in their personal lives, emerging through feelings, background, and 
personality, and arise from the realm of their professional life, emanating through 
relationships and their definition of teaching.” 
Carlson (1996, 2) determined in her study that “a path analysis revealed a direct 
causal chain from the quality of a preservice program to the graduates’ feelings of 
preparedness to the level of perceived professional competence to continued 
professional involvement to retention in the field of emotional/behavior disorders.” 
Uchida, Cetron, and McKenzie (1996, 25) concluded that “educators in this country 
don’t get much recognition and respect. Other countries have much more respect for 
their educators. Those are statements heard over and over again in the United States.” 
Recognition and Support 
from Administrators 
Hauseman (1990, 1) conducted a study to assess the effectiveness of a Mentor- 
Teacher Program designed to enhance the transition process for new teachers. He 
discovered that “there was no significant difference between the teachers who 
participated in the Mentor-Teacher Program and those teachers who did not.” Selke 
(1992) had similar findings of no significance for an induction assistance program in 
Wisconsin. 
In a South Carolina study conducted by Lance, an investigation of the effects of 
support and induction programs on the attrition rate among first-year teachers was 
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performed. The overall conclusion of this study was that “the attrition rate among 
school districts without support and induction programs was significantly greater than 
school districts with such programs.” (Lance 1991,1) 
In a study at the University of Georgia by Warr (1991, 1), “Three independent 
variables were found to have significant power to predict overall job satisfaction: pay 
satisfaction, teaching satisfaction, and satisfaction with supervision.” Dickmann (1992, 
1) reported that “first-year teacher assistance programs are one solution to alleviating 
much of the anxiety a first-year teacher experiences.” Dickmann further indicated that 
first-year teacher assistance programs are needed because beginning teachers are 
affected by “reality shock” shortly after entering the classroom. She defined “reality 
shock” as a term used to “indicate the collapse of ideals by the harsh and rude reality 
of everyday classroom life.” 
Hendricks (1992, 1) determined that “support was more often mentioned as a 
reason for wanting to stay than any other factor.” Hendricks also found that “reasons 
for wanting to leave special education teaching in Memphis City Schools clustered 
around two major factors, work assignment and support.” In a study entitled An 
Analysis of Factors Related to Teacher Attrition, Linker (1992, 2) concluded that 
“increasing salaries and pay incentives, giving teachers more authority/support in the 
classroom, and improving general working conditions were suggested by respondents 
as the most effective steps for decreasing attrition.” 
Burch (1993,1) observed that “the support offered to beginning teachers by mentor 
or experienced teachers was identified by both beginning and experienced teachers as 
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having the strongest effect on their decision to remain in teaching.” The respondents 
in a study by Ruben (1993,1) stated that “the principal, coworkers, students, materials, 
autonomy, home life, and participatory decision-making all affected job satisfaction.” 
Ruben (1993, 1) reported that in her study the “intrinsic dissatisfiers include lack 
of teacher achievement, lack of recognition, and lack of student success.” Frantz (1994) 
cited in his study that a major factor in new teacher attrition is poor school and district 
leadership. 
Gallavan (1994, 1) recognized that “attrition factors which teachers considered 
dissatisfying included . . . inadequate support from principal/administration . . . .” 
Sclan (1994, 1) indicated that “by far, perceptions of. . . school leadership were the 
strongest and most consistent predictors of beginning teachers’ ... retention.” 
Connolly (1995, 2) reported that “... teachers were distressed that administration 
and teachers did not talk about teaching.” White (1995, 1) indicated that “the role of 
the mentor teacher was the most significant factor affecting the success of the 
internship year.” 
Carlson (1996, 2) determined that “quality preservice training instills a sense of 
expertise and preparedness. These factors, in turn, impact an individual’s developing 
sense of professional competence. Competent teachers remain active and involved 
professionals.” The National Commission on Teaching and America’s Future has re¬ 
ported that “with no mentoring or support, it is little wonder than so many give up 
before they have really learned to teach. As many as 30 percent of new teachers leave 
within the first three to five years.” (Darling-Hammond 1997, 10) 
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Safety of School Environment 
Barrett-Jones (1993) indicated that one of the major findings in her study was that 
a major item in discriminating a teacher as a stayer or leaver is a safe school environ¬ 
ment. Gallavan (1994, 1) cited that “the most frequently reported retention factors 
showed more teachers would stay in teaching with decreased student discipline/safety 
issues.” 
Salary 
Bolton (1990, 1) reported that “teacher turnover was found to negatively affect 
achievement, with turnover being affected by teacher salary.” In research by Dibb 
(1990,2), it was found that “high beginning salary continues to be important in teacher 
recruitment.” 
A study conducted in South Carolina by Savage (1990, 1) determined that the 
“major reasons given by these minority teacher respondents for leaving teaching 
included stress, inadequate salary, and retirement.” Webb (1990) indicated that her 
study identified three factors where dissatisfaction is primarily apparent, these being 
salary, work load, and status. Lee (1991,1) commented on teacher salaries as follows: 
Both prospective and practicing teachers respond to inter-occupational 
wage differences in deciding to choose and change occupations. However, the 
effects of salary differentials between teaching and alternative occupations 
available to teachers were only true for males. Women showed, in general, a 
much lower response to earnings than did men; and after leaving teaching, 
many women did not accept other employment. 
Lee (1991, 1) also found that “while money is not the primary factor in deciding to 
choose teaching as a career, it is a major factor in the decision to leave teaching.” 
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Parsons (1991,1) determined that “retention strategies which had the greatest interest 
for teachers were not those identified by superintendents. Out of 25 retention strate¬ 
gies, superintendents ranked modifications in base salaries as number one while 
teachers ranked it 16th.” 
In a study at the University of Georgia by Warr (1991, 1), “Three independent 
variables were identified as having significant power to predict overall job satisfaction: 
pay satisfaction, teaching satisfaction, and satisfaction with supervision.” Elgharbawy 
(1992) concluded that policy providing poor remuneration for teachers held the 
potential for driving teachers away. 
Henry (1992,2) discovered in a study of student perceptions about teaching that “in 
general, students’ perceptions of the reward structure of the teaching profession . .. 
were negative. When considering career choice, the findings suggest students want jobs 
that pay well and provide retirement security.” 
In a study entitled An Analysis of Factors Related to Teacher Attrition, Linker (1992, 
2) found that “increasing salaries and pay incentives, giving teachers more authority 
and support in the classroom, and improving general working conditions were 
suggested by respondents as the most effective steps for decreasing attrition.” Shin 
(1992,1) stated that “teachers who received higher beginning salaries tended to stay in 
teaching than those who received lower salaries.” 
Barrett-Jones (1993, 1) reported that for teachers classified as leavers in her study 
of teachers in Catholic schools, salary and benefits were influential factors in their 
decisions to leave. A study in Virginia by Ruben (1993, 1) concluded that “teachers 
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with low job satisfaction in this study were slightly more concerned with salary ... than 
the high job satisfaction group.” 
A study in Louisiana by Frantz (1994, 1) determined that “low salary and the 
availability of other job opportunities are two additional factors that affect new 
teachers' decisions to leave ” In a study in Colorado by Gallavan (1994, 1), it was 
revealed that .. the most frequently reported retention factors showed more teachers 
would stay in teaching with ... increased salary/employee benefits ... 
Morgan (1994, 1) concluded that “to help retain teachers, salary, benefits, and job 
security need to be increased.” Dunbar (1995) noted that new teachers, more than 
veteran teachers, are significantly affected by pecuniary benefits. His study revealed 
that merit pay and “combat pay” also had little effect on attrition by new teachers. 
Hosken (1995) also found that school districts with higher rates of wage growth 
have lower teacher attrition. Sieracke (1995) indicated that the main reason that 
individuals who have left teaching and then return to teaching is due to the need for 
income and benefits. Stinebrickner (1996) performed a study regarding attrition and 
wage structures and determined that spending financial resources on wage increases 
may be more advantageous than decreasing the average student-teacher ratio at 
schools. 
School Learning Environment 
In a study at the University of Georgia by Warr (1991, 1), “Three independent 
variables were identified as having significant power to predict overall job satisfaction: 
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pay satisfaction, teaching satisfaction, and satisfaction with supervision.” Burch (1993, 
1) reported that “the satisfaction found in teaching children was a factor which 
motivated many teachers to remain in teaching in spite of negative conditions in the 
workplace.” 
Student Discipline and Behavior 
Hendricks (1992, 1) discovered that “... various job-related factors (e. g., student 
factors) were most important to .. . job satisfaction and plans to remain in and leave 
special education teaching in Memphis City Schools.” Ruben (1993, 1) conducted a 
study on perceived factors associated with high and low job satisfaction among 
teachers. She learned that the “extrinsic dissatisfiers were poor working conditions and 
unpleasant student relationships.” 
Frantz (1994, 1) discovered that “the problem of student discipline is clearly 
another major factor in new teacher attrition, especially in urban and suburban 
districts.” Gallavan (1994) cited that teacher attrition factors considered dissatisfying 
and frequently reported by non-Anglo teachers include student discipline problems. 
Student Motivation to Learn 
Natalie (1993,17) reported that “according to the NCER survey, nearly 18 percent 
of those teachers who said career dissatisfaction had something to do with their decision 
to quit cited poor student motivation to learn as the main reason for their discontent.” 
Ruben (1993, 1) conducted a study on perceived factors associated with high and low 
job satisfaction among teachers. She found that the “extrinsic dissatisfiers were poor 
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working conditions and unpleasant student relationships.” She also found that teach¬ 
ers with low job satisfaction were concerned with student support. 
Support from Parents 
Ruben (1993) conducted a study on perceived factors associated with high and low 
job satisfaction among teachers. She found that teachers with low job satisfaction were 
concerned about parent support. 
Natalie (1993, 17) reported that nearly a fifth of the new teachers in the NCER 
survey stated that “they were contemplating leaving the profession within five years, 
with 40 percent of those saying the major reason was lack of support or help for 
students from their parents.” Gallavan (1994) reported that the most frequently 
reported retention factors showed more teachers would stay in teaching with increased 
support of parents. 
Teaching Load 
Hendricks (1992, 1) determined that “.. . various job-related factors (e. g., work 
assignment) were most important to . . . job satisfaction and plans to remain in and 
leave special education teaching in Memphis City Schools.” Gallavan (1994, 1) 
indicated that “attrition factors which teachers considered dissatisfying included ... 
class sizes too large.” In a study by Dunbar (1995, 2), it was found that “exits are 
higher in ... schools with student-teacher ratios ... above 20:1.” 
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Summary of the Literature Review 
“Studies on teacher retention report staggering attrition rates among individuals 
teaching between one and five years.” (Mrozik 1993, 1) Some schools even report 
attrition rates of 100 percent. (Lancaster 1992) 
Review of research in teacher retention and improvement finds results consistent 
with the two-factor theory of job satisfaction developed by Frederick Herzberg. The 
same factors that lead to dissatisfaction in other jobs seem to dissatisfy teachers; 
likewise, the satisfiers that encourage improvement in other settings motivate teachers 
as well. (Nowers 1992) 
Williford (1992) conducted a study in North Carolina on the relationship between 
classroom teaching performance and attrition from teaching. She concluded that the 
analysis of the reasons teachers gave for leaving indicated that teacher attrition stems 
from multiple causes. 
The implications for the literature suggest further research is needed in the area of 
attrition and retention of teachers. The U.S. Department of Education only became 
involved in this research arena in 1988. The department is now committed to a 
national survey every three or four years on this subject, and that commitment implies 
a need for continuing research. There have been only eight dissertation studies 
identified that have considered attrition and retention in Georgia, and there has been 
only one former study located that has considered attrition in the DeKalb County 
School System. No known studies have been made regarding retention of teachers in 
the DeKalb County School System. 
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The research for this study is unique because it studies one group of 526 teachers 
and tracks them over a period of five years. It also utilizes a survey instrument that 
was professionally designed and validated to measure the perceptions of satisfiers of 
teachers throughout the nation. In addition, this study defines those satisfiers that 
should be strengthened to deter teacher attrition and to support teacher retention in 
the DeKalb County School System. 
Chapter 3 will provide the theoretical framework for this study. It will also contain 
the definitions of the variables and the hypotheses to be tested. 
CHAPTER THREE 
THEORETICAL FRAMEWORK 
The Role of Theory 
For the purpose of this research, attrition and retention of teachers in the DeKalb 
Count}' School System are examined in this descriptive and quantitative case study. 
Teachers hired between July 1, 1991, and June 30, 1992, are tracked until June 30, 
1996, a period of five years. This study also describes demographics of the selected 
teachers and the perceptions of these teachers concerning variables that influence the 
attrition and retention of teachers in the sample. 
Data relating to the demographics of the sample are quantitative and are analyzed 
using basic statistical methods. The information relating to the perceptions of the 
teachers about the variables that affect the attrition and retention of the teachers is also 
quantitative and is analyzed using analysis of variance (ANOVA) statistical techniques, 
Schcffe tests, and t-tests for Equality of Means. 
This investigation involved 526 teachers employed by a single local educational 
agency, the DeKalb Count}' School System in Georgia. The study identifies those vari¬ 
ables that influence teachers to resign or to remain employed, and this information has 
the potential of being used by the school system administration to take appropriate 
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action to reduce or alleviate reasons for attrition that can be influenced by adminis¬ 
trative action. The administration may also act to strengthen factors relating to job 
retention in order to motivate those individuals who are considering resignation to 
remain employed in the system. The National Center for Educational Research 
(NCER) calls these independent variables satisfiers and dissatisfiers. Some theorists 
term these influencing variables as motivators or demotivators. This study is based on 
numerous theories of motivation. 
Hersey and Blanchard (1977, 15) stated that “the study of motivation and behavior 
is a search for answers to perplexing questions about human nature.” Their query of 
human nature applies to this study. The issue at hand explores why individuals spend 
the time, energy', frustration, money, and loss of leisure time to obtain teaching 
credentials and a teaching job and then resign from the job in less than five years. In 
1927, Sigmund Freud described the behavior of teachers in this scenario as follows: 
An analogy could be drawn between the motivation of most people and the 
structure of an iceberg. A significant segment of human motivation appears 
below the surface where it is not always evident to the individual. Therefore, 
many times only a small portion of motivation is clearly visible or conscious to 
oneself. (Hersey and Blanchard 1977, 16) 
Several theorists including Clayton Alderfer, Frederick Herzberg, Abraham 
Maslow, and Elton Mayo have developed prominent theories about motivation. Each 
of these theories has direct application to the problem under study. 
In 1924, Elton Mayo of the Harvard Graduate School of Business Administration 
gained recognition through his research work at the Western Electric Company plant 
located in Hawthorne, Illinois. (Hersey and Blanchard 1977, 51) At the onset of the 
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studies, workers felt unimportant, confused, and unattached. They were victims of 
their own environment. The unexpected result of the Hawthorne study was that pro¬ 
duction improved because the employees perceived that management was giving them 
attention. 
The behavior of individuals is dependent on their strongest need at a given moment. 
(Hersey and Blanchard 1977, 30) Abraham Maslow developed a five-tier hierarchy of 
needs to describe the order of the motivators that affect individuals. In the first tier, 
basic human needs such as food, clothing, and shelter are termed physiological needs. 
Safety and security needs form the second tier. Social or need for affiliation forms the 
third tier. The need for esteem or recognition makes up the fourth tier. Finally, self- 
actualization forms the fifth and final tier. 
Hanson (1991,222) reported that “according to Maslow’s theory, a satisfied need 
no longer operates as a motivator of behavior. The less satisfied a need, the more 
power it has to motivate.” Most teachers in their first five years of employment are still 
struggling with the first four levels on the Maslow hierarchy of needs. Those levels 
include physiological, safety and security, social, and recognition needs. 
Studies by Frederick Herzberg have led to the development of a theory' of work 
motivation that has broad implications for the effective utilization of human resources. 
(Hanson 1991, 225) Herzberg found that when people felt dissatisfied with their jobs, 
they were concerned about the environment in which they were working. When people 
felt good about their jobs, this had to do with the work itself. Herzberg called the first 
category of needs hygiene factors because they describe people's environment and sene 
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the primary function of preventing job dissatisfaction. He called the second category 
of needs motivators since they seem to be effective in motivating people to perform. 
Teachers may choose to resign from employment when the hygiene factors are not 
being satisfied and/or when the motivators are not being satisfied. The satisfaction 
variables in this study parallel the hygiene factors and motivators utilized by Herzberg. 
This study provides a more complete analysis of the application of the Herzberg theory . 
A three-tiered hierarchy has been developed by Clayton Alderfer and is termed the 
ERG theory. (Hanson 1991, 223) The categories of Alderfer's hierarchy are defined 
as follows: 
1. Existence needs: These needs include both physiological and safety needs 
essential in sustaining physical well-being. 
2. Relatedness needs: These needs deal with a desire for meaningful and 
satisfying social relationships. 
3. Growth needs: This category represents the highest level of needs and 
includes self-esteem and self-actualization. They represent an intrinsic 
desire for personal development. 
Hanson (1991, 223) reports that ERG is more flexible than Maslow’s hierarchy 
because the ERG needs are not fixed to a hierarchical arrangement and all three levels 
can be activated simultaneously. Hanson (1991, 224) also notes that the ERG model 
recognizes a frustration-regression process. The dissatisfiers in this study can also be 
categorized into the groups used by Alderfer or the five groups used by Maslow. 
The above review of classic theories about motivation is not all inclusive. The 
theories cited have been used in many research studies and have withstood the test of 
time. This study incorporates all of the classic theories referenced above. 
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Presentation and Definition of the Variables 
The demographic variables used in this study were acquired from school system 
personnel records and are presented and defined below: 
1. Age: The chronological age is based on date of birth and reflects each 
subject’s age as of December 31, 1991. 
2. Certification fields: Teaching fields are generalized and defined as (a) 
elementary' school, (b) high school, and (c) special education. 
3. Certification levels: (a) The bachelors degree level is based on four years of 
college, (b) the masters degree level is based on five years of college, (c) the 
specialist degree level is based on six years of college, and (d) the doctoral 
degree level is based on seven years of college. 
4. Experience in DeKalb County School System: Experience is expressed in 
years and represents only the years of service between “date of employment” 
and “date of termination of employment” during the period extending from 
July 1, 1991, through June 30, 1996, inclusive. Factional years must contain 
a minimum of 120 days of service to count as one year of serv ice in Georgia. 
(Professional Standards Commission of Georgia 1996) 
5. Gender 
6. Race 
The variables relating to job satisfaction that affect the attrition and retention of 
teachers used in this study were developed by the National Center for Educational 
Research. (U.S. Department of Education 1994a) The variables are listed below 
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without further definition: 
1. Salary 
2. Opportunities for professional advancement 
3. Recognition and support from administrators 
4. Safety of school environment 
5. Your influence over school policies and practices 
6. Autonomy or control over your own classroom 
7. Professional prestige 
8. Benefits 
9. Procedures for performance evaluation 
10. Teaching load 
11. Availability of resources and materials/equipment for your classroom 
12. General work conditions 
13. Job security 
14. Professional caliber of colleagues 
15. Intellectual challenge 
16. Student motivation to learn 
17. School learning environment 
18. Student discipline and behavior 
19. Class size 
20. Support from parents 
21. The esteem of society for the teaching profession 
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22. Overall job satisfaction 
The reasons for resignation used in this study were also developed by the National 
Center for Educational Research. (U.S. Department of Education 1994a, 55) The 
reasons for resignation are listed below without further definition: 
1. Family or personal move 
2. Pregnancy/child rearing 
3. Health 
4. To retire 
5. To pursue another career 
6. For better salary or benefits 
7. To take courses to improve career opportunities in the field of education 
8. To take courses to improve career opportunities outside the field of 
education 
9. School staffing action (e. g., reduction-in-force, lay-off, school closing, school 
reorganization, reassignment) 
10. To take a sabbatical or other break from teaching 
11. Dissatisfied with teaching as a career 
12. Other family or personal reason 
Relationship among the Variables 
The independent variables in this study are the demographic variables. According 
to Borg and Gall (1989, 700), the independent variables include “relatively fixed aspects 
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of the environment... not under the direct control of the experimenter but serving as 
explicit bases for stratification in the experiment.” The authors also cited personal 
characteristics such as age and sex. 
There are two types of variables that apply to all subjects in this study. The six 
independent variables are age, certification fields, certification levels, experience in 
DeKalb, gender, and race. While some of these factors may change through additional 
training or time, the factors cannot be manipulated by the experimenter, by the 
principal, or any other individual in normal situations. The dependent variables are 
the twenty-two measures of satisfaction which can appear, disappear, or change based 
on various events that may occur in the workplace or in the teacher's personal life. 
In addition to the six demographic variables and the twenty-two job satisfaction 
variables, the terminated teachers (the leavers) were requested to provide data 
regarding the reasons for resignation from employment. The data are reported in the 
findings. 
The teachers employed during the period July 1, 1991, through June 30, 1992, are 
divided into two groups: those who resigned by June 30,1996 (the leavers), and those 
who remained employed after June 30, 1996 (the stayers). In other studies, various 
labels have been attached to the two groups such as the defectors, the leavers, the 
movers, the quitters, the resigners, and the stayers. This study uses the terms “leavers” 
and the “stayers,” because these terms are used consistently in the national studies. A 
figure representation of the theoretical framework is provided in Figure 1. 
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July 1, 1996 
Figure 1 A figure representation of the theoretical framework 
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One set of data was collected for the total sample of teachers selected for the study 
who were hired between July 1, 1991, and June 30, 1992. These data include the six 
demographic variables. The data were also tabulated and reported using basic statis¬ 
tical procedures including frequency distributions, means, percentages, ranks, and 
standard deviations. 
A second set of data was collected for the leavers, those teachers selected for the 
study who resigned by June 30, 1996, as follows: 
1. The six demographic variables for the leavers were tabulated and reported 
using basic statistical procedures including averages, percentages, and fre¬ 
quency distributions. 
2. The differences between each of the twenty-two dependent variables that are 
perceived to affect the attrition of teachers with respect to each of the six 
independent demographic variables were determined through the use of 
ANOVA statistical procedures, Scheffe tests, and t-tests for Equality' of Means. 
3. The specific reasons given for resignation from employment by the leavers were 
tabulated and reported using basic statistical procedures including percentages 
and ranks. 
A third set of data was collected for the stayers, those teachers selected for the study 
who continued employment after June 30, 1996, as follows: 
1. The six demographic variables for the stayers were tabulated and reported 
using basic statistical procedures including averages, percentages, and fre¬ 
quency distributions. 
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2. The differences between each of the twenty-two dependent variables that are 
perceived to affect the retention of teachers with respect to each of the six 
independent demographic variables were determined through the use of 
ANOVA statistical procedures, Scheffe tests, and t-tests for Equality of Means. 
The results are reported in the finding of the study. 
Null Hypotheses 
For the purpose of this study, there are eight null hypotheses that were tested as 
follows: 
H0': There is no significant difference between each of the twenty-two variables 
that are perceived to affect the attrition and retention of teachers in the 
DeKalb County School System with respect to the ages of the teachers. 
H()
2: There is no significant difference between each of the twenty-two variables 
that are perceived to affect the attrition and retention of teachers in the 
DeKalb County School System with respect to the certification levels of the 
teachers. 
H,,3: There is no significant difference between each of the twenty-two variables 
that are perceived to affect the attrition and retention of teachers in the 
DeKalb County School System with respect to the certification fields of the 
teachers. 
H()
4: There is no significant difference between each of the twenty-two variables 
that are perceived to affect the attrition and retention of teachers in the 
62 
DeKalb County School System with respect to the experience in DeKalb of the 
teachers. 
H()
5: There is no significant difference between each of the twenty-two variables 
that are perceived to affect the attrition and retention of teachers in the 
DeKalb County School System with respect to the gender of the teachers. 
H()
6: There is no significant difference between each of the twenty-two variables 
that are perceived to affect the attrition and retention of teachers in the 
DeKalb Count)' School System with respect to the race of the teachers. 
H()
7: There is no significant difference between each of the twenty-two variables 
that are perceived to affect the attrition and retention of teachers in the 
DeKalb County School System with respect to the leaver or stayer group 
status of the teachers. 
H0
8: There is no significant difference between the overall satisfaction ratings of the 
twenty-two variables that are perceived to affect the attrition and retention of 
teachers in the DeKalb County School System with respect to each of the six 
demographic variables that characterize the sample. 
Limitations or Assumptions 
The limitations and assumptions relate to generalizability of this study, the honesty 
of the respondents, and other factors. The limitations and assumptions are stated 
below: 
1. This study is being conducted in a single suburban school system, so the 
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findings may have little or no application to other school systems. The recom¬ 
mendations for changes in policy, administrative practices, and retention tech¬ 
niques may have some application to other school systems. 
2. The subjects in this study involve the group of teachers who were hired betw een 
July 1, 1991, and June 30, 1992. The findings for this sample may not have 
application to other groups of teachers employed even in the same school 
system. 
3. This study is based partly on the voluntary' returns of questionnaires of teachers 
who have terminated employment with the DeKalb County School System. 
Three deficiencies present in the data for teachers who have terminated are as 
follows: some teachers who resigned had no forwarding addresses and thus no 
responses, some teachers who resigned did not return the questionnaires, and 
some teachers who resigned and submitted a questionnaire provided incomplete 
information. 
4. All data collected from teachers are based on teacher perceptions, and the 
accuracy of the data is based on the assumption that truthful answers were 
provided by the respondents. 
5. There are six demographic variables and twenty-two job satisfaction variables 
included in this study. It is possible that there are additional relevant variables 
that are not included in the study. 
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Summary of the Theoretical Framework 
Several leaders in management have developed classical theories about motivation. 
Hersey and Blanchard (1977, 15) indicate that a study about the motivation and 
behavior of individuals is really a search for answers to perplexing questions. Freud 
suggests that the motivations for the actions of individuals are not always evident to the 
individuals themselves. (Hersey and Blanchard 1977, 16) Research by Mayo from 
1927 through 1932 suggests that some human actions are based on how much attention 
is directed toward individuals. (Hanson 1991, 54) One of the common complaints 
noted by teachers in the literature relates to “lack of recognition.” Maslow claims that 
individuals are motivated by certain human needs as described in his five-tier 
hierarchy of needs. (Hanson 1991, 222) Herzbcrg also has a theory about motivators. 
Herzberg feels that basic needs, which he calls hygiene factors, do not serve as 
motivators; but if absent, they serve as demotivators. Certain other factors, which 
Herzberg calls motivators, encourage people tow ard a higher quality of performance. 
Alderfer has developed the ERG theory which suggests that individuals are motivated 
by existence needs, relatedness needs, and growth needs. 
All of the theories described above relate to teacher attrition and retention actions. 
These theories suggest reasons for the motivation of individuals to act as they do. Some 
teachers take action to resign from employment; other individuals in identical circum¬ 
stances take action to sign employment contracts for another year of service. School 
administrators need a key to unlock this mystery'! 
A primary' question regarding all research relates to the feasibility of performing 
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the research based on the availability of the data, the availability of the resources 
necessary to perform the research, and realistic time frames. The theoretical frame¬ 
work is based on the belief that sufficient data will be available to locate a sufficient 
number of the teachers employed within two semesters, that the researcher has the 
resources to accomplish the study, and that the time frame of six to eight months is 
reasonable. 
The significance of the theoretical framework is that it enhances the conceptualiza¬ 
tion of the research and adds to its credibility. This research project is based on proven 
motivation theory, the research reflects realistic objectives, the study addresses a criti¬ 
cal problem in the DeKalb County School System, and the findings may result in 
improved operations and instructional activities in the DeKalb County School System. 
Chapter 4 focuses on the methods and procedures used in testing the hypotheses. 
It also describes the setting, the data collection procedures, and the test instruments. 
CHAPTER FOUR 
METHODS AND PROCEDURES 
The purpose of this study is to examine the differences between each of the twenty- 
two dependent variables that are perceived to affect the attrition of teachers in the 
sample with respect to the six independent demographic variables of the teachers in the 
sample. The purpose of this study is also to examine the differences between each of 
the twenty-two dependent variables that are perceived to affect the retention of 
teachers in the sample with respect to the six independent demographic variables of the 
teachers in the sample. This chapter will provide details of the methods and proce¬ 
dures to be used in conducting this research study. 
Design of the Study 
This study investigates attrition and retention of teachers in the DeKalb County 
School System. It is a descriptive, longitudinal, and quantitative case study. It is 
classified as a case study because it involves a population of 526 teachers who were 
employed by a single local educational agency, the DeKalb County School System. All 
of the teachers in the population were hired between July 1, 1991, and June 30, 1992. 
This study is descriptive research. According to Borg and Gall (1989, 5), “Many 
research studies involve the description of natural or man-made phenomena: their 
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form, structure, activity, change over time, relation to other phenomena, and so on.” 
The research is descriptive because it analyzes and describes the differences betw een 
each of the twenty-two variables that are perceived to affect the attrition and retention 
of teachers in the sample with respect to the six demographic variables of the teachers 
in the sample. The sample is divided into two separate groups, the leavers and the 
stayers. This research is longitudinal because it considers changes that occurred to the 
employment status of 526 teachers over a period of five years. 
This investigation is quantitative research. According to Borg and Gall, (1989, 24) 
"Quantitative researchers acknowledge the presence of individual fluctuations in 
human behavior, but they also believe that there are general laws that hold across 
individuals.” In addition, they report that “quantitative researchers are likely to study 
a population or sample of people, rather than a few individuals.” This research 
analyzes the differences between each of the twenty-two variables that are perceived 
to affect the attrition and retention of teachers in the population with respect to the six 
demographic variables by a sample of the teachers in the population. The sample 
consists of the 303 teachers who responded to the survey. 
The study is divided into three areas of investigation and analysis. The first area 
provides a basic statistical review of the demographic data of a sample of the 526 
teachers who were hired in the DeKalb County School System in the 1991-1992 
academic year. The demographic data include the age, certificate fields, certificate 
levels, experience in DeKalb, gender, and race. These demographic data are based on 
official records of the DeKalb County School System. 
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The second area provides a basic statistical review of the variables that are 
perceived by certain teachers (the leavers) as contributing to the attrition of teachers 
in the DeKalb County School System. The second area also provides a comprehensive 
statistical study of the relationship between the demographic variables in the first area 
(the independent variables) and the dependent variables that are perceived by certain 
teachers as contributing to the attrition of teachers in the DeKalb County School 
System. The teachers to be included in this component of the study were hired in the 
1991-1992 academic year and terminated employment prior to July 1, 1996. These 
demographic data are based on official records of the DeKalb County School System, 
and the perceptions of certain teachers are based on 131 responses provided on a 
survey instrument that was completed and submitted by the leavers in the study. 
The third area provides a basic statistical review of the variables that are perceived 
by teachers (the stayers) as contributing to the retention of teachers in the DeKalb 
County School System. The third area also provides a comprehensive statistical study 
of the relationship between the demographic variables and the variables that are 
perceived by certain teachers as contributing to the attrition or retention of teachers 
in the DeKalb County School System. The teachers in this component of the study were 
hired in the 1991-1992 academic year and were still employed on June 30, 1996. The 
demographic data arc based on official records of the school system, and the 
perceptions of certain teachers are based on 172 responses that were provided on a 
survey instrument submitted by the stayers. 
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Description of the Setting 
Named for the Baron Johann DeKalb, a German-born Revolutionary War hero, 
DeKalb County was created on December 9, 1822, by the Georgia General Assembly. 
DeKalb County took its present form in 1853 when Fulton County was created from 
DeKalb's westernmost portion. (Leopold 1997, T-l) The DeKalb County School 
System occupies all of the land mass within the borders of DeKalb County, Georgia, 
with the exception of a small portion of land governed by the City of Atlanta and a 
small portion of land governed by the City of Decatur. The county occupies 258 square 
miles and has a population of 600,000 residents. (DeKalb County School System 1997d) 
The school system operates 107 schools and 14 educational centers. It serves 90,000 
students with 11,050 full-time staff members. (DeKalb County School System 1997e) 
There are 6,260 certified educators employed by the school system. There are 20,000 
job applications on file in the district office. Teachers are recruited from 35 to 40 states 
each year. Official records of the DeKalb County School Board reflect the following 
annual terminations for certified employees as follows: 415 or 7.5 percent for 1991-92, 
416 or 7.2 percent for 1992-1993, 428 or 7.1 percent for 1993-1994, 449 or 7.3 percent 
for 1994-1995, and 496 or 7.9 percent for 1995-96. (DeKalb County Board of Education 
1992, 1993, 1994, 1995, 1996) 
Sampling Procedures 
The population of subjects is the 526 teachers employed by the DeKalb County 
School System between July 1, 1991, and June 30, 1992. This period was selected 
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because 1991 was the earliest year demographic data were available in computerized 
form. The 1995-1996 academic year was selected as the concluding year because the 
total data for the 1996-1997 academic year will not be available during the survey 
period of this study. 
The population of 526 teachers was divided into two groups: the leavers and the 
stayers. The leavers are the 265 teachers who resigned prior to July 1, 1996, and the 
stayers are the 261 teachers who were still employed on June 30, 1996. Questionnaires 
were sent to the 526 teachers selected for the study. The total sample of 303 subjects 
is composed of the 131 leavers and the 172 stayers who submitted questionnaires. 
Working with Human Subjects 
Written authorization was secured from the DeKalb County School System to 
conduct this study (see appendix A). All of the subjects are adults, all subjects are 
volunteers, and all subjects are guaranteed anonymity and confidentiality so that par¬ 
ticipants are not identifiable in any published documents. 
Description of the Instruments 
There are two data collection instruments used in this research project. The two 
survey instruments were developed and validated by the National Center for Educa¬ 
tional Research (NCER), a unit of the U.S. Department of Education. The question¬ 
naires are identical to those used in national surveys by the National Center for 
Educational Research, Office of Educational Research and Improvement, U.S. Depart¬ 
ment of Education. NCER conducts research on the attrition and retention of teachers 
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every three or four years. Their first attrition and retention survey about teachers was 
conducted in 1988-89, and they also conducted surveys in 1991-92 and 1994-95. (U.S. 
Department of Education 1994c) 
Survey Form 1 is designed for the leavers, and Survey Form 2 is designed for the 
stayers (see appendix B). The questionnaires contain sequential serial numbers in addi¬ 
tion to codes for the corresponding demographic data for each subject. 
The instruments contain four options for each response. The response options are: 
(1) very' satisfied, (2) somewhat satisfied, (3) somewhat dissatisfied, and (4) very dissat¬ 
isfied. 
Data Collection Procedures 
To promote a high response rate, special envelopes and stationery' were printed to 
reflect an “Educational Research Project” (see appendix B). An initial mailing was 
performed to introduce the study and the researcher to each of the subjects. One week 
later the questionnaires were mailed. The correspondence was meticulously prepared 
and also included a postage stamp that contained the caption “HELPING CHILDREN 
LEARN.” A pre-addressed and postage-paid return envelope was also provided. A 
notice was provided that advised respondents that they would each receive an abstract 
of the study following completion of the project. 
Questionnaires were sent to the active teachers who were eligible for the study (the 
stayers) at the current school addresses on record with the DeKalb County School 
System. With on-line computer assistance utilized for writing 261 personalized letters, 
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this mailing was 100 percent accurate. Questionnaires for stayers who were still active 
on June 30, 1996, but who terminated employment with the DeKalb County School 
System after June 30,1996, were mailed to the former teachers at the mailing addresses 
on record with the DeKalb County School System. 
Questionnaires for teachers in the leaver group who terminated employment with 
the DeKalb County School System prior to July 1, 1996, were mailed to the 265 former 
teachers at the mailing addresses on record with the DeKalb County School System. 
Some of the addresses for the leavers were more than six years old. Efforts were made 
to obtain more recent addresses for each letter that was returned due to an incorrect 
address. These efforts included document review of records maintained by the DeKalb 
County School System, contacting the secretary of the school where the teacher was last 
employed, checking the local telephone directory for a recent address, and telephoning 
a parent of the former teacher. Every letter that was returned due to an incorrect 
address was mailed again to a forwarding address if available. Some addresses and zip 
codes were obtained via internet from the U.S. Postal Service. It was discovered that 
some teachers in the leaver group had been reemployed by the DeKalb County School 
System and were found on duty in the schools. 
Upon their return, the questionnaires were reviewed for completeness and legibility. 
Demographic data were added to each of the questionnaires to simplify the task of 
computer data input. Various record-keeping procedures were performed to ensure 
accuracy of the tracking of the respondents and to maintain a record of the correspon¬ 
dence and the addresses used for each parcel mailed. 
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Statistical Applications 
On receipt of the questionnaires, the data submitted were processed using the 
appropriate statistical instruments or tests. The demographic data for the sample and 
the reasons for resignations by the leavers were tabulated, ranked, organized into 
tables, organized into frequency distributions, and/or processed using basic statistical 
techniques. 
The data relating to the perceptions of the teachers in the sample about the 
variables that affect the attrition and retention of the teachers arc also quantitative and 
were analyzed using ANOVA statistical techniques. One table contains the results of 
the ANOVA tests for the leavers, and a separate table contains the results of the 
ANOVA tests for the stayers. The results of the variables that are statistically signifi¬ 
cant are identified in the findings. 
The differences between the twenty-two dependent variables with respect to the 
independent variables were determined by using ANOVA statistical techniques. 
Numerous tests were performed because of the six demographic groupings and the 
twenty-two job satisfaction variables. For testing purposes, the twenty-two job satis¬ 
faction variables were divided into five constructs as follows: community climate, em¬ 
ployee, local school administration, school climate, and school district administration. 
The Scheffe test was used to determine the variables that had differences in the means 
that are significant at the .05 level. The t-test for Equality of Means was used for 
testing the dichotomies to identify significant differences at the .05 level. The depen¬ 
dent variables and the respective constructs are shown in table 1. 
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TABLE 1 
DEPENDENT VARIABLES ARRANGED IN CONSTRUCTS 
Community Climate 
Esteem of society for the teaching profession 
Professional prestige 
Support from parents 
Employee 
Autonomy or control over your own classroom 
Intellectual challenge 
Overall job satisfaction 
Local School Administration 
Availability of resources and materials/equipment for your classroom 
Class size 
Recognition and support from administrators 
Teaching load 
Your influence over school policies and practices 
School Climate 
General work conditions 
Professional caliber of colleagues 
Safety of school environment 
School learning environment 
Student discipline and behavior 
Student motivation to learn 
School District Administration 
Benefits 
Job security 
Opportunities for professional advancement 
Procedures for performance evaluation 
Salary' 
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Summary of Methods and Procedures 
This study uses the methodology of survey research to determine the perceptions 
of the variables by teachers who elect to remain employed and by teachers who elect 
to resign from employment in the DeKalb County School System. The method is to 
collect demographic data from the official records of the DeKalb County School System 
and to collect the perceptions of the variables from the teachers through questionnaires. 
The collected data are reviewed for completeness, and then the data are subjected to 
basic statistical analyses, ANOVA statistical tests, Scheffe tests, and t-tests for Equality 
of Means. 
The findings of the statistical tests of the hypotheses will be reported in chapter 5. 
The significant findings will be noted following the report of each individual hypo¬ 
thesis. 
CHAPTER FIVE 
ANALYSIS OF THE DATA 
Introduction 
This study relates to the perceptions of teachers about the variables that affect the 
attrition and retention of teachers in the DeKalb County School System. The chapter 
distinguishes how the hypotheses were addressed and what the outcome of the analyses 
yielded. The findings of the data analyses are presented in tabular format and 
explained through accompanying narratives. The hypotheses are reviewed and reports 
are made as to the acceptance or rejection of each null hypothesis with supporting 
notations. 
During the 1991-92 academic year, the DeKalb County School System entered into 
employment contracts with 526 newly-hired teachers. These 526 teachers compose the 
population for this study. Questions regarding twenty-two satisfiers were mailed to 
these 526 teachers. There were 303 questionnaires returned for a response rate of 57.6 
percent of the teachers in the population. The sample was formed by these 303 
respondents. The statistical report of the data relating to the perceptions of the 
satisfaction variables by the total sample are presented in the rank order of the total 




MEANS, RANKS, AND STANDARD DEVIATIONS OF 
PERCEPTIONS OF SATISFIERS BY THE LEAVERS 
(yv=i3i) 
KEY: 1.000 = Very Satisfied 
2.000 = Somewhat Satisfied 
2.500 = Neutral 
3.000 = Somewhat Dissatisfied 
4.000 = Very Dissatisfied 
Category of Satisfaction Rank Mean S. D. 
Benefits 1 1.3817 .5746 
Job security 2 1.6641 .8558 
Intellectual challenge 3 1.9008 .7928 
Salary 4 1.9154 .7976 
Professional caliber of colleagues 5 1.9771 .7987 
Autonomy or control over your own classroom 6 1.9924 .9487 
Procedures for performance evaluation 7 2.0234 .7983 
Availability' of resources and 
materials/equipment for your classroom 8 2.0763 .9415 
Opportunities for professional advancement 9 2.1719 .7747 
Professional prestige 10 2.3333 .8229 
Overall job satisfaction 11 2.3566 .8732 
General work conditions 12 2.3740 .9058 
Teaching load 13 2.3846 .9913 
Recognition and support from administrators 14 2.4077 .9780 
Safety of school environment 15 2.4122 1.0067 
School learning environment 16 2.4264 .8457 
Class size 17 2.4809 1.0179 
Esteem of society for the teaching profession 18 2.6744 .8117 
Your influence over school policies and practices 19 2.6899 .8459 
Student motivation to learn 20 2.7692 .9688 
Support from parents 21 2.8846 .9033 
Student discipline and behavior 22 2.9847 .9922 
Totals 2.3106 .9170 
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Tabic 2 provides a summary of the perceptions by the leavers about job satisfaction. 
These data may reflect some of the identified reasons for the attrition of newly-hired 
teachers in the DeKalb County School System. 
There were 526 teachers employed by the DeKalb County School System during the 
1991-92 academic year. Out of this population of 526 teachers, there were 265 teachers 
who were leavers by June 30,1996; thus, the attrition rate was 50.4 percent. DeKalb 
lost more than 50 percent of the teachers hired in the 1991-92 academic year in less 
than five years. 
The 265 leavers returned 131 questionnaires for a response rate of 49.4 percent. 
These 131 leavers who responded to the questionnaire form the sample for the leavers 
group. The data provided above illustrate why the subject of attrition of teachers in 
DeKalb is a subject worthy of in-depth study. This component of the study is centered 
on those teachers who have the highest rates of attrition as identified by the various 
demographic data because these data may form the basis for important policy decisions 
by the administration of the school system. 
It should be noted in table 2 that the leavers identified six satisfiers that rate higher 
than “somewhat satisfied.” These top six satisfiers in rank order are: (1) benefits, (2) 
job security, (3) intellectual challenge, (4) salary, (5) professional caliber of colleagues, 
and (6) autonomy or control over one’s own classroom. 
The leavers also included their reasons for termination of employment. These 
reasons for termination are presented in table 3. 
79 
TABLE 3 
REASONS FOR TERMINATION OF 
EMPLOYMENT BY THE LEAVERS 
(W=131) 
Termination Category Rank N % 
Family or personal move 1 42 32.06 
Pregnancy/child rearing 2 15 11.45 
Other family or personal reason 3 13 9.92 
School staffing action 4 11 8.40 
To pursue another career 5 10 7.63 
For better salary or benefits 6 9 6.87 
Health 7.5 8 6.11 
To take courses to improve career opportunities in the 
field of education 
7.5 8 6.11 
Dissatisfied with teaching as a career 9 7 5.34 
To retire 10.5 3 2.29 
To take a sabbatical or other break from teaching 10.5 3 2.29 
To take courses to improve career opportunities outside 
the field of education 
12 2 1.53 
Totals 131 100.00 
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It should also be noted in table 2 that the leavers identified five factors out of 
twenty-two factors that reflect means of less than 2.5 which classifies them as negative 
satisfiers. These negative satisfiers in rank order are: (18) esteem of society for the 
teaching profession, (19) one’s influence over school policies and practices, (20) student 
motivation to learn, (21) support from parents, and (22) student discipline and 
behavior. 
A statistical report of the results of the survey for the stayers is presented in table 
4. The data relating to the retention of teachers in the sub ject group are presented in 
this table, and the DeKalb County School System has a great interest in promoting the 
retention of newly-hired teachers. These data reflect a portion of the data that is being 
utilized in the testing of the hypotheses. 
There were 526 teachers employed by the DeKalb County School System during the 
1991-92 academic year. Out of this population of 526 teachers, there were 261 teachers 
who were stayers on June 30, 1996; thus, the retention rate was only 49.6 percent. 
DeKalb retained less than 50 percent of the teachers hired in the 1991-92 academic year 
over a period of five years. 
The 261 stayers returned 172 questionnaires for a response rate of 65.9 percent. 
These 172 stayers who responded to the questionnaire form the sample for the stayers 
group. The statistical data provided in table 4 illustrate why the subject of retention 
of teachers in DeKalb is a subject worthy of in-depth study. 
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TABLE 4 
MEANS, RANKS, AND STANDARD DEVIATIONS OF 
PERCEPTIONS OF SATISFIERS BY THE STAYERS 
(N= 172) 
KEY: 1.000 = Very Satisfied 
2.000 = Somewhat Satisfied 
2.500 = Neutral 
3.000 = Somewhat Dissatisfied 
4.000 = Very Dissatisfied 
Category of Satisfaction Rank Mean S. D. 
Benefits 1 1.5000 .5973 
Job security 2 1.5523 .6862 
Autonomy or control over your own classroom 3 1.6140 .7613 
Procedures for performance evaluation 4 1.9012 .7697 
Professional caliber of colleagues 5 1.9360 .7884 
Intellectual challenge 6 1.9415 .7492 
Overall job satisfaction 7 2.0349 .7406 
General work conditions 8 2.0814 .8124 
Recognition and support from administrators 
Availability of resources and 
9 2.1988 .9494 
materials/equipment for your classroom 10 2.2035 .8979 
School learning environment 11 2.2398 .8231 
Opportunities for professional advancement 12 2.2456 .8105 
Safety of school environment 13 2.2849 .9082 
Teaching load 14 2.3099 .9411 
Salary 15 2.4000 .8097 
Professional prestige 16 2.4000 .8730 
Class size 17 2.4737 1.0193 
Your influence over school policies and practices 18 2.5824 .8044 
Student motivation to learn 19 2.6959 .9462 
Support from parents 20 2.7368 1.0034 
Student discipline and behavior 21 2.8953 .9307 
Esteem of society for the teaching profession 22 2.9006 .8654 
Totals 2.2331 .7380 
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This component of the study is centered on those teachers who have the highest 
rates of retention as identified by the various demographic data because these data may 
form the basis for important policy decisions by the administration of the school 
system. It should be noted that the stayers identified six satisfiers that rate higher than 
“somewhat satisfied.” These top six satisfiers in rank order are: (1) benefits, (2) job 
security, (3) autonomy or control over one’s own classroom, (4) procedures for 
performance evaluation, (5) professional caliber of colleagues, and (6) intellectual 
challenge. 
It should also be noted that the stayers identified five factors out of twenty-two 
factors that reflect means of less than 2.5 which classifies them as negative satisfiers. 
These negative satisfiers in rank order are: (18) one’s influence over school policies 
and practices, (19) student motivation to learn, (20) support from parents, (21) student 
discipline and behavior, and (22) esteem of society for the teaching profession. 
The above data will be used along with the demographic data relating to age, 
certification fields, certification levels, experience, gender, and race in the analysis of 
the data for this study. The results of this study may form the basis for important 
policy decisions by the administration of the DeKalb County School System. The 
reports of the testing of the hypotheses are provided in the following section. 
Null Hypotheses and Analysis of Data 
For the purpose of this study, eight null hypotheses are tested. Hypothesis 1 is 
stated below. 
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H,,1: There is no significant difference between each of the twenty-two 
variables that are perceived to affect the attrition and retention of 
teachers in the DeKalb County School System with respect to the ages of 
the teachers. 
Table 5 contains the demographic data for the ages of the subjects in the sample. 
Table 5 is presented below. 
TABLE 5 








(A = 303) 
N % N % N % 
Ages 20-29 75 57.25 74 43.03 149 49.18 
Ages 30-39 25 19.08 51 29.65 76 25.08 
Ages 40-49 20 15.27 38 22.09 58 19.14 
Ages 50-59 10 7.64 9 5.23 19 6.27 
Ages 60-69 1 0.76 0 0.00 1 0.33 
Totals 131 100.00 172 100.00 303 100.00 
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There is a common belief that the DeKalb County School System only hires new 
college graduates who can then be paid on the lowest step of the salary schedule. Table 
5 shows that only 49.18 percent of the subjects in this study were under age thirty. 
Clearly, more than 50 percent of the subjects had achieved age thirty, and twenty 
newly-hired teachers had achieved age fifty. 
Hypothesis 1 was tested using ANOVA procedures and a Scheffe test. The 
resulting F ratios and F probabilities are illustrated in table 6. 
TABLE 6 
PERCEPTIONS OF SATISFACTION VARIABLES BY THE 
LEAVERS AND THE STAYERS WITH RESPECT TO 
THE AGES OF THE LEAVERS AND THE STAYERS 
(N=303) 
Satisfaction Construct F Ratio F Probability 
Community Climate .8984 .4653 
Employee .7400 .5653 
Local School Administration .4331 .7847 
School Climate 1.2815 .2773 
School District Administration 2.3311 .0561 
Overall Satisfaction 1.0597 .3769 
* p< .05 
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The F ratios of all five constructs reflect a favorable level of satisfaction in table 6; 
however, the school district administration construct had an F probability of .0561 and 
very narrowly exceeded the .05 level of significance. Because none of the F probabili¬ 
ties of the five constructs achieved the .05 level of significance, null hypothesis 1 is 
accepted. Hypothesis 2 is presented below. 
H0
2: There is no significant difference between each of the twenty-two 
variables that are perceived to affect the attrition and retention of 
teachers in the DeKalb County School System with respect to the 
certification levels of the teachers. 
Table 7 contains the data for the certification levels of the subjects in the sample. 
The certification levels include the bachelors degree level, the masters degree level, the 
specialists degree level, and the doctoral degree level. 
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TABLE 7 









(N = 303) 
N % N % N % 
Bachelors Degree Level 83 46.63 95 53.37 178 100.00 
Masters Degree Level 46 38.66 73 61.34 119 100.00 
Specialists Degree Level 0 .00 4 100.00 4 100.00 
Doctoral Degree Level 2 100.00 0 .00 2 100.00 
Totals 131 43.23 172 56.77 303 100.00 
Table 7 provides interesting data regarding the employment of teachers with 
advanced degrees. These data reflect that 73 of 119 teachers who hold masters degrees 
chose to stay with DeKalb for five or more years. That reflects a 61.34 percent reten¬ 
tion rate. Those teachers holding a specialists degree reflect a 100 percent retention 
rate. 
Hypothesis 2 was tested using ANOVA procedures and a Scheffe test. The resulting 
F ratios and F probabilities from the ANOVA are illustrated in table 8. 
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TABLE 8 
PERCEPTIONS OF SATISFACTION VARIABLES BY THE LEAVERS 
AND THE STAYERS WITH RESPECT TO THE CERTIFICATION 
LEVELS OF THE LEAVERS AND THE STAYERS 
(JV=303) 
Satisfaction Construct F Ratio F Probability 
Community Climate .7913 .4995 
Employee 2.0495 .1070 
Local School Administration 3.3049 .0207* 
School Climate .5679 .6366 
School District Administration 1.3090 .2716 
Overall Satisfaction 1.1532 .3281 
* p < .05 
The one construct from table 8 that is noted as being significant relates to matters 
under the control of the local school administration. Working in a public school is 
sometimes referenced as being out on the firing line, so it is not a surprise to find that 
perceptions are very different by individuals at different degree levels who work where 
they are in daily contact with students, parents, colleagues, and administrators. Those 
teachers having doctoral degrees are likely assigned advanced-level classes and have 
the opportunity' to teach the more intellectually-talented students. 
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The ANOVA test produced an F ratio of 3.3049 and an F probability of .0207 
relative to the construct about control issues by the local school administration. This 
value is significant at the .05 level. A Scheffe test was also performed, and the test 
indicated that there were significant differences in the means of the perceptions about 
the satisfaction variables by teachers who hold bachelors degrees and the means of the 
teachers who hold doctoral degrees. Because of this significant finding, null hypothesis 
2 is rejected. 
Hypothesis 3 is presented below. 
H()
3: There is no significant difference between each of the twenty-two 
variables that are perceived to affect the attrition and retention of 
teachers in the DeKalb County School System with respect to the 
certification fields of the teachers. 
Table 9 contains the data for the certification fields of the subjects in the sample. 
These data show that thirty' of the sixty-one special education teachers employed in the 
1991-92 academic year left the system within five years. This constitutes an attrition 
rate of 49.18 percent which is higher than that of either the elementary teachers or the 
high school teachers. This higher-level rate of attrition may be reflected in how special 
education teachers perceive the satisfaction variables in relation to the elementary 
teachers and/or the high school teachers. Table 9 reports on the demographics of the 
different certification groups: elementary teachers, high school teachers, and special 
education teachers. Table 9 is presented below. 
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TABLE 9 





(/V = 131) 
Stayers 
(N = 172) 
Total 
(A = 303) 
N % N % N % 
Elementary School 60 39.47 92 60.53 152 100.00 
High School 41 45.56 49 54.44 90 100.00 
Special Education 30 49.18 31 50.82 61 100.00 
Totals 131 43.23 172 56.77 303 100.00 
Hypothesis 3 was tested using ANOVA procedures and a Scheffe test. The re¬ 
sulting F ratios and F probabilities are illustrated in table 10. 
The ANOVA test produced an F ratio of 6.5749 and an F probability of .0016 
relative to the construct about issues under the direct control of the employee. This 
value is significant at the .05 level. A Scheffe test was also performed, and the test 
indicated that there were significant differences in the means of the perceptions about 
the satisfaction variables by teachers who work in general education elementary school 
programs and the means of the teachers who work in special education programs. The 
Scheffe test also indicated that there were significant differences in the means of the 
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perceptions about the satisfaction variables by teachers who work in general education 
high school programs and the means of the teachers who work in special education 
programs. 
TABLE 10 
PERCEPTIONS OF SATISFACTION VARIABLES OF THE LEAVERS 
AND THE STAYERS WITH RESPECT TO THE CERTIFICATION 
FIELDS OF THE LEAVERS AND THE STAYERS 
(7V=303) 
Satisfaction Construct F Ratio F Probability 
Community Climate .2555 .7747 
Employee 6.5749 .0016* 
Local School Administration 13.0446 .0000* 
School Climate 4.4625 .0123* 
School District Administration 1.6208 .1995 
Overall Satisfaction 5.1396 .0064* 
*p< .05 
The ANOVA test produced an F ratio of 13.0446 and an F probability of .0000 
relative to the construct about control issues by the local school administration. This 
value is significant at the .05 level. A Scheffe test was also performed, and the test 
91 
indicated that there were significant differences in the means of the perceptions about 
the satisfaction variables by teachers who work in general education elementary school 
programs and the means of the teachers who work in special education programs. The 
Scheffe test also indicated that there were significant differences in the means of the 
perceptions about the satisfaction variables by teachers who work in general education 
high school programs and the means of the teachers who work in special education 
programs. 
The ANOVA test produced an F ratio of 4.4625 and an F probability of .0123 
relative to the construct about school climate. This value is significant at the .05 level. 
A Scheffe test was then performed, and the test indicated that there were significant 
differences in the means of the perceptions about the satisfaction variables by teachers 
who work in high school general education programs and the means of the teachers 
who work in special education programs. 
The ANOVA test produced an F ratio of 5.1396 and an F probability of .0064 
relative to the perceptions regarding the overall satisfaction variable with respect to 
certification fields. This probability is significant at the .05 level. A Scheffe test was 
then performed, and the test indicated that there were significant differences in the 
means of the perceptions about the overall satisfaction variable by teachers who work 
in general education elementary school programs and the means of the teachers who 
work in special education programs. A similar finding related to the teachers who 
work in general education high school programs and the teachers who work in special 
education programs. 
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These findings set the special education teachers apart as having perceptions very 
different from the general education elementary school teachers and the general 
education high school teachers. In none of the cases in testing this hypothesis was it 
observed that the general education elementary school teachers differed from the 
general education high school teachers in their perceptions of the satisfaction variables. 
Because of these significant findings, null hypothesis 3 is rejected. Hypothesis 4 is 
presented below. 
H,,4: There is no significant difference between each of the twenty-two 
variables that are perceived to affect the attrition and retention of 
teachers in the DeKalb County School System with respect to the 
experience in DeKalb of the teachers. 
Table 11 contains the demographic data for the experience in DeKalb of the 
sub jects in the sample. The “experience in DeKalb” only relates to the work experience 
performed in DeKalb during the period from July 1,1991, through June 30,1996; thus, 
the range is from zero to five. 
Georgia requires teachers to be employed a minimum of 120 days in an academic 
year to receive salary credit for one year of service. The ten leavers referenced in table 
11 who terminated employment with zero years of service did in fact terminate 
employment prior to completing 120 days of active service during the 1991-92 academic 
year. Due to the same Georgia regulation, the twenty-two stayers referenced in table 
11 with only four years of service were employed in the 1991-92 academic year, but 
were employed after December 2, 1991. Table 11 is presented below'. 
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TABLE 11 
EXPERIENCE OF THE LEAVERS AND THE STAYERS 
(A-303) 
Years of Experience 
During Duration of 
Research Study 
Leavers 
(A = 131 ) 
Stayers 
(A = 172) 
Total 
(A = 303) 
N % N % N % 
0 years 10 7.634 0 .000 10 3.300 
1 year 30 22.901 0 .000 30 9.901 
2 years 23 17.557 0 .000 23 7.591 
3 years 25 19.084 0 .000 25 8.250 
4 years 25 19.084 22 12.791 47 15.512 
5 years 18 13.740 150 87.209 168 55.446 
Totals 131 100.000 172 100.000 303 100.000 
Table 11 reflects that ten teachers resigned before completing 120 days of sendee, 
and an additional thirty teachers resigned after completed only one year of service. 
These forty teachers reflect an attrition rate of 13.20 percent of the sample for the first 
year of service in the study. This high first-year rate of attrition may reflect what 
Dickmann termed as “reality shock.” (Dickmann 1992) 
The statistical report for hypothesis 4 is in table 12. 
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TABLE 12 
PERCEPTIONS OF SATISFACTION VARIABLES BY THE 
LEAVERS AND THE STAYERS WITH RESPECT TO THE 
EXPERIENCE OF THE LEAVERS AND THE STAYERS 
(7V=303) 
Satisfaction Construct F Ratio F Probability 
Community Climate .8855 .4911 
Employee 1.6279 .1525 
Local School Administration 1.8794 .0978 
School Climate .8140 .5404 
School District Administration .9231 .4663 
Overall Satisfaction .5622 .7289 
* p< .05 
Hypothesis 4 was tested using ANOVA procedures and a Scheffe test. Because none 
of the F probabilities achieved the .05 level of significance, null hypothesis 4 is accepted. 
These data suggest that the years of service do not have an affect on the way teachers 
perceive the twenty-two satisfaction variables that describe the various aspects of their 
job. Null hypothesis 5 relates to the gender of the leavers and the stayers. 
H0
5: There is no significant difference between each of the twenty-two 
variables that are perceived to affect the attrition and retention of 
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teachers in the DeKalb County School System with respect to the gender 
of the teachers. 
Table 13 contains the demographic data for the gender of the subjects in the sample. 
Table 13 is presented below. 
TABLE 13 








(/V = 303) 
N % TV % TV % 
Female 105 80.15 145 84.30 250 82.51 
Male 26 19.85 27 15.70 53 17.49 
Totals 131 100.00 172 100.00 303 100.00 
The national data for over a century indicate that the field of education is 
dominated by women. These data in table 13 reflect that the sample is composed of 250 
female subjects out of a sample of 303 subjects; thus, the sample is composed of 82.51 
percent female teachers and only 17.49 percent male teachers. It can also be noted 
from the data that twenty-six of the fifty-three male teachers employed in the 1991-92 
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academie academie year resigned within the five-year period of the study for an 
attrition rate of 49.06 percent. The statistical data for hypothesis 5 are presented in 
table 14. 
TABLE 14 
PERCEPTIONS OF SATISFACTION VARIABLES BY TEACHERS 
AND THE GENDER OF THE TEACHERS 
(A=303) 
Satisfaction Construct t-value 2-tail Significance 
Community Climate 1.85 .069 
Employee -.32 .740 
Local School Administration .43 .667 
School Climate -.22 .826 
School District Administration .42 .675 
Overall Satisfaction .40 .687 
* p< .05 
Since gender is a dichotomous variable, hypothesis 5 was tested using the t-test for 
Equality of Means. The resulting t-values and 2-tailed significance levels are illustrated 
in table 14. These data suggest that gender does not have a significant affect on the way 
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teachers perceive the twenty-two satisfaction variables that describe the various aspects 
of their jobs. Because none of the F probabilities achieved the .05 level of significance, 
null hypothesis 5 is accepted. Hypothesis 6 is presented below. 
H()
6: There is no significant difference between each of the twenty-two 
variables that are perceived to affect the attrition and retention of 
teachers in the DeKalb County School System with respect to the race of 
the teachers. 
Table 15 contains the demographic data for the races of the subjects in the sample. 
Table 15 is presented below. 
TABLE 15 
RACE OF THE LEAVERS AND THE STAYERS 
(7V=303) 
Leavers Stayers Total 
Race 
(A = 131) (A = 172) (A = 303) 
N % N % N % 
African Americans 25 28.74 62 71.26 87 100.00 
Caucasians 106 49.07 110 50.93 216 100.00 
Totals 131 43.23 172 56.77 303 100.00 
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It can be noted from the data in table 15 that only twenty-five of eighty-seven 
African-American teachers resigned from the school system during the five-year period 
of the study while 106 of 216 Caucasian teachers became leavers. Thus, the African 
American teacher attrition rate was 28.74 percent while the Caucasian teacher attrition 
rate was 49.07 percent. 
TABLE 16 
PERCEPTIONS OF SATISFACTION VARIABLES BY THE 
LEAVERS AND THE STAYERS WITH RESPECT TO THE 
RACE OF THE LEAVERS AND THE STAYERS 
(7V=303) 
Satisfaction Construct t-value 2-tail Significance 
Community Climate -.26 .794 
Employee -1.33 .187 
Local School Administration -.60 .550 
School Climate -1.43 .155 
School District Administration 2.06 .041* 
Overall Satisfaction -.35 .728 
* p< .05 
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Because race is a dichotomous variable, hypothesis 6 was tested using a t-test for 
Equality of Means that produced a 2-tail significance level of .041 for the school district 
administration construct. This finding is significant at the .05 level and indicates that 
there are significant differences in perceptions by African American teachers and 
Caucasian teachers about the factors controlled by the school district administration. 
Thus, null hypothesis 6 is rejected. Hypothesis 7 is presented below. 
Hn
7: There is no significant difference between the means of each of the 
twenty-two variables that are perceived to affect the attrition and 
retention of teachers in the DeKalb County School System with respect to 
the means of the leaver or stayer group status of the teachers. 
Table 17 contains the perceptions of the satisfaction levels of the leavers and of the 
stayers for each of the twenty-two satisfiers. The ratings are provided separately for 
the leavers group, the stayers group, and then combined for the total group. The 
numerical values represent the means for all of the subjects included in each group and 
there are 131 leavers, 172 stayers, and 303 total subjects. Table 17 is sorted in rank 
order of the means of the twenty-two satisfiers based on the perceptions of the total 303 
teachers in the sample. 
Both the leavers and the stayers ranked the benefits’ satisfier as rank number one 
based on the means of each of the two groups. Both the leavers and the stayers ranked 
job security as the number two satisfier. Table 17 is presented below. 
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TABLE 17 
SATISFACTION VARIABLES OF LEAVERS AND STAYERS 
(N=303) 
KEY: 1.000 = Very Satisfied 
2.000 = Somewhat Satisfied 
2.500 = Neutral 
3.000 = Somewhat Dissatisfied 
4.000 = Very Dissatisfied 
Leaver 







(TV = 303) 
1. Benefits 1.382 1.500 1.449 
2. Job security 1.664 1.552 1.601 
3. Autonomy or control over your own classroom 1.992 1.614 1.780 
4. Intellectual challenge 1.901 1.942 1.918 
5. Procedures for performance evaluation 2.023 1.901 1.947 
6. Professional caliber of colleagues 1.977 1.936 1.954 
7. Availability of resources and 
materials/cquipment for your classroom 2.076 2.204 2.148 
8. Overall job satisfaction 2.357 2.035 2.173 
9. Salary 1.915 2.400 2.190 
10. General work conditions 2.374 2.081 2.208 
11. Opportunities for professional advancement 2.172 2.246 2.214 
12. Recognition and support from administrators 2.408 2.199 2.290 
13. School learning environment 2.426 2.240 2.320 
14. Safety7 of school environment 2.412 2.285 2.340 
15. Teaching load 2.385 2.310 2.342 
16. Professional prestige 2.333 2.400 2.371 
17. Class size 2.481 2.474 2.477 
18. Your influence over school policies and practices 2.690 2.582 2.629 
19. Student motivation to learn 2.769 2.696 2.728 
20. Support from parents 2.885 2.737 2.801 
21. Esteem of society for the teaching profession 2.674 2.901 2.803 
22. Student discipline and behavior 2.985 2.895 2.930 
Totals 2.311 2.233 2.255 
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The leavers and the stayers had different perceptions of many of the satisfiers. An 
appropriate statistical process is essential for comparison of the means of all twenty-two 
satisfiers to identify those satisfiers that are perceived differently by the two groups, the 
leavers and the stayers. 
Because “group” is a dichotomous variable, hypothesis 7 was tested using a t-test 
for Equality of Means. The test results are illustrated in table 18. 
TABLE 18 
PERCEPTIONS OF SATISFACTION VARIABLES BY TEACHERS 
WHO ARE LEAVERS AND TEACHERS WHO ARE STAYERS 
(AK303) 
Satisfaction Construct t-value 2-tail Significance 
Community Climate -.57 .569 
Employee 3.03 .003* 
Local School Administration .52 .605 
School Climate 1.66 .099 
School District Administration -1.70 .090 
Overall Satisfaction .71 .477 
* p < .05 
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The t-test for Equality of Means produced a significance value of .003 for the 
construct of satisfiers under the control of the employee. This test indicated that there 
were significant differences at the .05 level in the means of the perceptions between the 
leavers and the stayers about the satisfaction variables under the control of the 
teachers. The satisfiers included under the employee construct included autonomy or 
control over one’s own classroom, intellectual challenge, and overall job satisfaction. 
In view of this significant finding, null hypothesis 7 is rejected. 
H0
8: There is no significant difference between the means of the overall 
satisfaction values of the twenty-two satisfiers that are perceived to affect 
the attrition and retention of teachers in the DeKalb County School 
System with respect to the means of each of the six demographic variables 
that characterize the total sample. 
The resulting F ratios and F probabilities are illustrated in table 19 for four of the 
constructs. The results for gender and race will be displayed later in the chapter. 
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TABLE 19 
PERCEPTIONS OF OVERALL SATISFACTION RATINGS BY THE LEAVERS 
AND THE STAYERS WITH RESPECT TO THE DEMOGRAPHICS 
OF THE LEAVERS AND THE STAYERS 
(N=303) 
Demographics of Sample F Ratio F Probability 
Ages 1.0597 .3769 
Certification levels 1.1532 .3281 
Certification fields 5.1396 .0064 * 
Experience .5622 .7289 
* p< .05 
The first part of hypothesis 8 was tested using ANOVA procedures and a Scheffe 
test. The ANOVA test produced an F ratio of 5.1396 and an F probability of .0064 
relative to certification fields of teachers. This value is significant at the .05 level. A 
Scheffe test was then performed, and the test indicated that there were significant 
differences in perceptions about the satisfaction variables by teachers who work in high 
school general education programs and those who work in special education programs. 
Because gender and race are each dichotomous variables, the second component of 
hypothesis 8 was tested using the t-test for Equality of Means. The report of those tests 
are displayed in table 20. 
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TABLE 20 
PERCEPTIONS OF OVERALL SATISFACTION RATINGS BY THE 
LEAVERS AND THE STAYERS WITH RESPECT TO GENDER 
AND RACE OF THE LEAVERS AND THE STAYERS 
(N=303) 
Demographics of Sample t-value 2-tail Sig. 
Gender .40 .687 
Race -.35 .728 
* p < .05 
The second component of hypothesis 8 was tested using the t-test for Equality of 
Means, and none of the findings were significant. These data support the findings that 
teachers of different genders and of different races tend to perceive the satisfaction 
variables with variations of differences that are not significant. This is a surprising 
finding due to the many reports of differences in the perceptions by the genders and by 
the races in society in general. Because of the overall findings in testing hypothesis 8 
and in view of the significant findings that relate to certification fields and the twenty- 
two satisfiers, null hypothesis 8 is rejected. The test results for hypothesis 8 are illus¬ 
trated in table 19 and in table 20. 
Testing of the hypotheses was accomplished by using standard version 6.1 SPSS for 
Windows computer software. The software was released on June 24, 1994. 
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Summary 
The statistical review of the survey data revealed that the leavers perceived the 
means of seventeen of the satisfaction variables in a positive manner and five of the 
satisfaction variables in a negative manner. The stayers also perceived the means of 
seventeen of the satisfaction variables in a positive manner and five of the satisfaction 
variables in a negative manner. The overall satisfaction means were higher for the 
stayers. The mean of the stayers was 2.2331 and the mean of the leavers was 2.3106. 
The lower score reflects a higher level of satisfaction. The differences in the percep¬ 
tions of the satisfaction variables between the leavers and the stayers was tested in 
hypothesis 7 and the null hypothesis was rejected. The significance value for the 
differences in the two groups was only .477. The conclusion resulting from this test is 
that the leavers and the stayers do not perceive the satisfaction variables in a signifi¬ 
cantly different manner. 
The survey of reasons for termination reported in table 3 revealed that 59.54 
percent of the resignations of the respondents were based on family migration, health, 
or child care needs. In addition, the survey revealed that 19.84 percent of the teachers 
resigned to pursue another career, to obtain better salary or benefits, and over dissatis¬ 
faction with teaching as a career. 
The six demographic variables and the twenty-two satisfiers were subjected to 
ANOVA testing procedures, Scheffe tests, or to t-tests for the Equality of Means in 
situations where the tests were suitable. The testing of the hypotheses identified seven 
significant findings. These findings will be reviewed in chapter 6. 
CHAPTER SIX 
FINDINGS, CONCLUSIONS, IMPLICATIONS, 
AND RECOMMENDATIONS 
Findings of the Study 
The testing of the hypotheses identified seven significant findings. A summary of 
the significant findings for this study are displayed in table 21. The significant findings 
relate to hypotheses 2, 3, 6, 7, and 8. 
Hypothesis 1 was accepted. The test of hypothesis 1 verified that there is no signifi¬ 
cant difference between each of the twenty-two satisfaction variables that are perceived 
to affect the attrition and retention of teachers in the DeKalb County School System 
with respect to the ages of the leavers and the stayers. 
The test of hypothesis 2 revealed that there are significant differences in the means 
of the perceptions about the satisfaction variables in the local school administration 
construct by teachers who hold bachelors degrees and the means of the teachers who 
hold doctoral degrees. The significant satisfaction variables within the local school 
administration construct include availability of resources, materials, and equipment 
for one’s classroom; teaching load; and one’s influence over school policies and prac¬ 




SUMMARY OF SIGNIFICANCE VALUES OF THE PERCEPTIONS OF 
THE LEAVERS AND THE STAYERS OF THE CONSTRUCTS 
OF THE SATISFACTION VARIABLES WITH RESPECT 








Exp. Gender Race Group 
Community Climate .4653 .4995 .7747 .4911 .069 .794 .575 
Employee .5653 .1070 .0016* .1525 .740 .187 .002* 
Local School Adm. .7847 .0207* .0000* .0978 .667 .550 .603 
School Climate .2773 .6366 .0123* .5404 .826 .155 .094 
School District Adm. .0561 .2716 .1995 .4663 .675 .041* .098 
Overall Satisfaction .3791 .3281 .0064* .7289 .687 .728 .477 
* p< .05 
The test of hypothesis 3 revealed that there are significant differences in the means 
of the perceptions about the satisfaction variables in the employee control construct by 
teachers who work in elementary school general education programs and the means of 
the teachers who work in special education programs. The test of hypothesis 3 also 
revealed that there are significant differences in the means of the perceptions about the 
satisfaction variables in the employee control construct by teachers who work in high 
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school general education programs and the means of the teachers who work in special 
education programs. The significant satisfaction variables within the employee control 
construct include autonomy or control over one’s own classroom, intellectual chal¬ 
lenge, and overall job satisfaction. 
The test of hypothesis 3 also revealed that there are significant differences in the 
means of the perceptions about the satisfaction variables in the local school administra¬ 
tion construct by teachers who work in elementary school general education programs 
and the means of the teachers who work in special education programs. The test of 
hypothesis 3 also revealed that there are significant differences in the means of the 
perceptions about the satisfaction variables in the local school administration construct 
by teachers who work in high school general education programs and the means of the 
teachers who work in special education programs. The satisfaction variables within the 
local school administration construct include availability of resources, materials, and 
equipment for one’s classroom; class size; recognition and support from administra¬ 
tors; teaching load; and one’s influence over school policies and practices. 
In addition, the test of hypothesis 3 revealed that there are significant differences 
in the means of the perceptions about the satisfaction variables in the school climate 
construct by teachers who work in high school general education programs and the 
means of the teachers who work in special education programs. The variables within 
the school climate construct include general work conditions, professional caliber of 
colleagues, safety of school environment, school learning environment, student disci¬ 
pline and behavior, and student motivation to learn. Hypothesis 3 was rejected. 
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Hypothesis 4 was accepted. The test of hypothesis 4 verified that there is no signifi¬ 
cant difference between each of the twenty-two satisfaction variables that are perceived 
to affect the attrition and retention of teachers in the DeKalb County School System 
w ith respect to the experience in DeKalb of the teachers. 
Hypothesis 5 was accepted. The test of hypothesis 5 verified that there is no signifi¬ 
cant difference between each of the twenty-two satisfaction variables that are perceived 
to affect the attrition and retention of teachers in the DeKalb County School System 
w ith respect to the gender of the teachers. 
The test of hypothesis 6 revealed that there are significant differences in the means 
of the perceptions about the satisfaction variables in the school district administration 
construct by the means of the race of the leavers and the stayers. The variables within 
the school district administration construct include benefits, job security, opportuni¬ 
ties for professional advancement, procedures for performance evaluation, and salary'. 
Hypothesis 6 was rejected. 
The test of hypothesis 7 revealed that there are significant differences in the means 
of the perceptions about the satisfaction variables of the leavers and the means of the 
perceptions about the satisfaction variables of the stayers in the construct of satisfac¬ 
tion variables under the control of the employee. The satisfaction variables within the 
employee construct include autonomy or control over one’s own classroom, intellectual 
challenge, and overall job satisfaction. Hypothesis 7 was rejected. 
The test of hypothesis 8 revealed that there are significant differences in the means 
of the perceptions of teachers about the overall satisfaction variable by teachers who 
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work in elementary school general education programs and the means of the teachers 
who work in special education programs. Hypothesis 8 was rejected. 
Conclusions Based on the Findings 
The demographic variable of age was included in hypothesis 1. The null hypothesis 
1 was accepted because no significant differences in the means of the perceptions of 
teachers of various ages were detected. This finding indicated that the teachers of 
various ages perceive the satisfaction variables in a similar manner regardless of age. 
The certification levels of the teachers were included in hypothesis 2. The only 
groups of teachers who had different perceptions about the satisfaction variables were 
the teachers who hold bachelors degrees and those who hold doctoral degrees. No 
significant findings involved those who hold masters degrees or specialists degrees. The 
teachers who have earned bachelors degrees and those who hold doctoral degrees have 
significantly different perceptions of the availability of resources, materials, and equip¬ 
ment for their classroom; teaching load; and their influence over school policies and 
practices. Based on the above finding, this study concluded that the teachers with 
doctoral degrees may have more influence over school policies and practices; teaching 
load; and acquisition of resources, materials, and equipment for the classroom. 
Certification fields, which include elementary school, high school, and special 
education, was a demographic variable addressed in hypothesis 3. The perceptions of 
the satisfaction variables by teachers in one of the three certification fields was very 
different. There were three constructs that reflected perceptions of teachers to be 
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significantly different at the .05 level when analyzed with the certification fields. These 
three constructs include the employee control construct, the local school administration 
construct, and the school climate construct. The significance values for these three 
constructs are presented in table 21. These findings surmised that special education 
teachers have very different perceptions about the satisfaction variables than both 
general education elementary school teachers and high school teachers. There were no 
significant differences identified between the general education elementary school 
teachers and the high school teachers. 
The experience in DeKalb during the five-year period of the study w as investigated 
with hypothesis 4. The null hypothesis 4 was accepted because no significant differ¬ 
ences in the means of the perceptions of teachers of various experience levels were 
detected. This finding renders the conclusion that teachers of various experience levels 
perceive the satisfaction variables in a similar manner regardless of years of experience. 
The gender of the teachers was investigated with hypothesis 5. The null hypothesis 
5 was accepted because no significant differences in the means of the perceptions of 
female teachers and male teachers were detected. This finding indicates the conclusion 
that female teachers and male teachers perceive the satisfaction variables in a similar 
manner regardless of gender. 
The race of the teachers was investigated with hypothesis 6. The perceptions of the 
satisfaction variables by African American teachers and the perceptions of Caucasian 
teachers were different regarding the school district administration construct. The 
school district administration construct includes benefits, job security, opportunities 
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for professional advancement, procedures for performance evaluation, and salary. The 
conclusion of this finding is that African American and Caucasian teachers have 
different perceptions of how the school district administration administers one or more 
of the four satisfaction variables listed in the school district administration construct. 
This study is centered on teachers who are leavers and teachers who are stayers. 
The perceptions of the leavers and the perceptions of the stayers are considered in 
hypothesis 7. The leavers and the stayers perceived the employee control construct 
differently to a significant degree. The three satisfaction variables in the employee 
construct include autonomy or control over one’s own classroom, intellectual challenge, 
and overall job satisfaction. The conclusion can be made that the perceptions by the 
teachers about these satisfaction variables are formulated in the minds of the individ¬ 
uals; and the perceptions are based on individual need, training, and life experiences. 
Another conclusion is that some teachers resign from employment due to the specific 
satisfaction variables used in this study. More specifically, the leavers rated overall job 
satisfaction at 2.3106, and the stayers rated overall job satisfaction at 2.2331. The 
lower rating represents the higher level of satisfaction. 
The overall satisfaction ratings by the teachers in the sample were analyzed in 
hypothesis 8. The perceptions of the elementary teachers and the special education 
teachers were significantly different about the overall satisfaction ratings. One can 
conclude that the lower overall satisfaction ratings by special education teachers are 
also reflected in their 49.18 percent rate of attrition that is displayed in table 9. 
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Implications of the Conclusions 
The age of a teacher is a variable that has no significant effect on the perceptions 
of teachers regarding the twenty-two satisfaction variables. The implication of this 
finding is that age is not a critical factor regarding attrition or retention other than for 
the customary retirement situation when teachers achieve thirty or more years of 
service or when they otherwise qualify for retirement in the Teachers Retirement 
System of Georgia. 
There are significant differences in the means of the perceptions about the 
satisfaction variables in the local school administration construct by teachers who hold 
bachelors degrees and the means of the teachers who hold doctoral degrees. The satis¬ 
faction variables within the local school administration construct include availability 
of resources, materials, and equipment for one’s own classroom; recognition and sup¬ 
port from administrators; teaching load; and one’s influence over school policies and 
practices. The implication of this finding is that those teachers with high levels of train¬ 
ing have a different perspective regarding several aspects of local school administration 
operations. 
The teachers were divided into three certification fields: elementary school, high 
school, and special education. The findings revealed that the perceptions of the satis¬ 
faction variables by elementary school teachers were significantly different from the 
perceptions of the satisfaction variables by special education teachers; and the percep¬ 
tions of the satisfaction variables by high school teachers were significantly different 
from the perceptions of the variables by special education teachers. 
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The elementary school teachers and the special education teachers perceived 
certain satisfaction variables differently at the .05 level of significance. The variables 
included: autonomy or control over one’s own classroom, overall job satisfaction, class 
size, recognition and support from administrators, and teaching load. 
The high school teachers and the special education teachers perceive the following 
satisfaction variables differently: autonomy or control over one’s own classroom; 
intellectual challenge; overall job satisfaction; availability of resources, materials, and 
equipment for one’s classroom; class size; recognition and support from administra¬ 
tors; teaching load; one’s influence over school policies and practices; general work 
conditions; professional caliber of colleagues; safety of school environment; school 
learning environment; student discipline and behavior; and student motivation to 
learn. 
The conclusion from the finding of this research is that special education teachers 
have very different perceptions about the satisfaction variables than both elementary 
school teachers and high school teachers. There were no significant differences identi¬ 
fied between the elementary school teachers and the high school teachers. 
The gender of a teacher is a variable that has no significant effect on the perceptions 
of teachers regarding the twenty-two satisfaction variables. The implication of this 
finding is that gender is not a critical factor regarding attrition or retention of teachers. 
While women do have a responsibility relating to childbirth and child care, the findings 
of this research reflected a higher attrition rate for men than for women. Table 13 
reflects the attrition rate for males in the sample to be 49.06 percent and the attrition 
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rate for females to be only 42.00 percent. The implication is that gender should not be 
considered as a critical factor in making employment decisions. 
The research revealed that teachers of different races were found to have different 
perceptions of satisfaction variables at a significant level relative to the school district 
administration construct. This implies that the school district administration should 
conduct all aspects of its business operations with a sensitivity to multicultural issues. 
There was one significant finding in the research relating to overall satisfaction. 
This finding revealed that general education high school teachers perceive the satisfac¬ 
tion variables differently than the special education teachers. The implications of this 
finding parallel those previously presented regarding teaching fields. 
The findings of the leavers and the stayers statistical tests revealed that the differ¬ 
ences in perceptions of the satisfaction variables were significantly different only for 
the satisfaction variables under the employee construct. One of those satisfaction vari¬ 
ables was overall job satisfaction. The implications of this finding are that the school 
district administration must work to improve all conditions that relate to overall job 
satisfaction. 
Recommendations from the Implications 
The main focus of this research project has been to identify satisfaction variables 
that relate to teacher attrition. The findings of this study may lead to ideas for changes 
in policy and administrative practices that will promote reduced attrition and im¬ 
proved retention of teachers. 
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The demographic variable of age had no significant findings regarding the per¬ 
ceptions of the leavers and stayers toward the satisfaction variables. The statistical 
analysis in table 5 reveals that 49.18 percent of the teachers hired in the 1991-92 
academic year were in the age bracket extending from twenty through twenty-nine; 
however, the five-year attrition rate for that age bracket was 50.34 percent. Table 5 
also reveals that the retention rates of teachers in the age range from twenty to twenty- 
nine is not as favorable as the age range from thirty through forty-nine. A recommen¬ 
dation that may reduce the attrition rate and improve the retention rate of teachers in 
the DeKalb County School System would be to make a conscientious effort to employ 
teachers in the age range of thirty through forty-nine. 
The test of the demographic variable about certification levels revealed that there 
are significant differences in the means of the perceptions about the satisfaction 
variables in the local school administration construct by teachers who hold bachelors 
degrees and the means of the teachers w ho hold doctoral degrees. The recommendation 
is made for the DeKalb County School System to make a conscientious effort to employ 
teachers with the highest levels of training available in the job applicant pool. 
The test of the demographic variable about certification field revealed that special 
education teachers perceived the satisfaction variables differently from both the 
elementary teachers and the high school teachers. This difference in perception is also 
apparent in the attrition rates of the teachers in the three certification fields as 
displayed in table 9. The five-year attrition rate for the three fields was 39.47 percent 
for the elementary' teachers, 45.56 percent for the high school teachers, and 49.18 
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percent for the special education teachers. The recommendation is made for the 
DeKalb County School System to implement a variety of measures to enhance the 
satisfaction levels of the newly-hired special education teachers. These measures could 
include an expanded induction program, an enhanced mentor program, a new-teacher 
support program, additional staff development opportunities, and other enhancements 
to make working in DeKalb more satisfying. Apparently, the special education teach¬ 
ers are not achieving the higher levels on Maslow’s hierarchy of needs. 
The demographic variable of experience in DeKalb had no significant findings 
regarding the perceptions of the leavers and stayers toward the satisfaction variables; 
however, the statistical analysis in table 11 reveals that there were 40 teachers out of 
303 newly-hired teachers who resigned before working in DeKalb for one year. The 
attrition rate for this group of newly-hired teachers was 13.20 percent. The recommen¬ 
dation is that greater effort be placed into the process of selecting teachers in an 
attempt to select teacher job applicants who will likely have a longer period of employ¬ 
ment in the DeKalb County School System. 
The test relating to gender suggests that gender does not have a significant effect on 
the way teachers perceive the twenty-two satisfaction variables that describe the 
various aspects of their jobs. Although the statistical tests did not identify any 
significant findings relating to gender, table 13 indicates that only 53 of the 303 
teachers employed in the 1991-92 academic year were male teachers. Because only 
17.49 percent of the teachers employed in that year were male, a recommendation 
suggested by this study is for DeKalb to make a more intensive recruitment effort to 
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employ male teachers. 
The test relating to race indicates that there are significant differences in percep¬ 
tions by African American teachers and Caucasian teachers about the factors con¬ 
trolled by the school district administration. These variables include benefits, job 
security, opportunities for professional advancement, procedures for performance 
evaluation, and salary. A recommendation is that additional steps be taken by the 
DeKalb County School System to advertise job openings and to provide all applicants 
an opportunity to be considered for the positions. Another recommendation is that 
efforts be made to enhance salary levels for all personnel. 
This study has a focus on the leavers and the stayers. It is not surprising that there 
are significant differences in the means of the perceptions about the satisfaction 
variables of the leavers and the means of the perceptions about the satisfaction 
variables of the stayers. While there were many differences, some of the significant 
differences relate to the construct of satisfaction variables under the control of the 
employee. The satisfaction variables included in the employee construct include 
autonomy or control over one’s own classroom, intellectual challenge, and overall job 
satisfaction. Alderfer suggests that individuals are motivated by existence needs, 
relatedness needs, and growth needs. There appears to be a relationship between the 
satisfaction variables in the employee construct and the needs described by Alderfer. 
(Hanson 1991) 
New teachers frequently receive the least desirable teaching assignments while the 
veteran teachers who have influence with the local school administration receive the 
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choice teaching assignments. This unfortunate practice may contribute to the high rate 
of new-teacher attrition. It is recommended that the DeKalb County School System 
make teaching assignments in a manner that will increase the intellectual challenge and 
overall job satisfaction for newly-hired teachers. 
The test of overall satisfaction revealed that there are significant differences in the 
means of the perceptions of teachers who work in general education elementary school 
programs and the means of the teachers who work in special education programs. The 
finding is supported by the 49.18 percent attrition rates of special education teachers 
that were presented in table 9. The greatest level of satisfaction by both the leavers and 
the stayers related to employee benefits. Both the leavers and the stayers ranked 
benefits as the number one satisfaction variable. It is recommended that the DeKalb 
County Board of Education continue to maintain and enhance the employee benefits 
program. 
The greatest points of concern in the study relate to the negative satisfaction 
variables. The leavers and the stayers each rated five of the satisfaction variables as 
negative; however, the negative satisfaction variables are ranked in slightly different 
order. These rankings are displayed in table 2 and table 4. The overall ranking has 
esteem of society for the teaching profession in eighteenth place by the leavers, and the 
stayers ranked it at the bottom of the list in twenty-second place. The DeKalb County 
School System should enhance its public relations efforts to provide favorable publicity 
about the students, staff, educational programs, and outstanding accomplishments at 
every opportunity'. 
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A teacher’s influence over school policies and practices is ranked in eighteenth place 
by the stayers and in nineteenth place by the leavers. The DeKalb County School 
System can implement measures to permit teachers to be provided opportunities for 
greater input and influence into formulating school policies and practices. 
Lack of student motivation to learn was ranked in nineteenth place by the stayers 
and in twentieth place by the leavers. Another recommendation from this study is that 
the DeKalb County' School System should implement programs to motivate students 
to learn. One effort can include additional publicity about the HOPE scholarships 
which reward students for maintaining high grade point averages. A second effort can 
be to promote the development of scholarships by Partners-in-Education, businesses, 
and civic clubs. 
Lack of support from parents was ranked in twentieth place by the stayers and in 
twenty-first place by the leavers. This study leads to the recommendation that the 
DeKalb County School System should implement programs to acquire additional 
support from parents. The parent-school contract is an effective effort toward this ob¬ 
jective. Each school should strive for 100 percent participation in the parent contract 
program. The community' school concept and other programs should be implemented 
to gain support from parents. New programs should also be developed to gain the sup¬ 
port of parents of immigrant children. 
Student discipline and behavior was ranked twenty-first by the stayers and twenty- 
second by the leavers. The implementation of new programs and the employment of 
sufficient additional staff to achieve improved student discipline and behavior are 
121 
recommended for DeKalb schools. Further efforts should be made to educate parents 
as to their responsibility for their children’s behavior. Finally, the DeKalb County 
School System should lead the movement to form a collaborative effort to join forces 
with the DeKalb County Department of Public Safety, the Georgia court system, the 
DeKalb Chamber of Commerce, the religious community, the Parent Teacher Associa¬ 
tions, and other agencies to develop programs to promote improved student discipline 
and behavior. 
There is usually a curiosity about where salary ranks in any study. The leavers 
from the school system ranked salary as the fourth best satisfaction variable out of 
twenty-two variables, and the stayers ranked salary in fifteenth place from the top. 
Summary of Chapter Six 
The most meaningful highlights of this chapter may be the specific recommenda¬ 
tions developed from the findings of this study and directed to the DeKalb County 
School System. These twenty-one recommendations focus on reducing teacher attrition 
and enhancing teacher retention in the DeKalb County School System. 
1. The study recommends that a conscientious effort be made to employ teachers 
in the age range of thirty through forty-nine. 
2. The study recommends that the district administration strive to employ 
teachers with the highest levels of training available in the job applicant pool. 
3. The study recommends that a variety of measures be implemented to enhance 
the satisfaction levels of the newly-hired special education teachers. These 
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measures could include an expanded induction program, an enhanced mentor 
program, a new-teacher support program, additional staff development oppor¬ 
tunities, and other enhancements to make working in DeKalb more satisfying. 
4. The study recommends that the process of selecting teachers be enhanced to 
identify teacher applicants who will likely have a long period of employment 
in the school system. 
5. The study recommends that the district administration avoid employing 
teachers who hold substandard teaching certificates. Substandard certificates 
include emergency, probationary, and provisional teaching certificates. 
6. The study recommends that an intensive recruitment effort be made to employ 
additional male teachers. 
7. The study recommends that efforts be made to advertise job openings and to 
provide all applicants opportunities to be considered for employment. This 
recommendation includes the installation of an automated “Job Line” tele¬ 
phone system to provide information about job opportunities to callers. 
8. The study recommends that efforts be made to advertise job openings and to 
provide all employees opportunities to be considered for promotions. 
9. The study recommends that salary levels be enhanced for all personnel. 
According to the Metro RESA FY97 Teacher Salary Survey for the Metropolitan 
Area School Systems, the DeKalb County School System is not maintaining its 
traditional position of providing the highest teacher salaries in the metro area. 
(Crouthamel 1996) 
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10. The study recommends that teaching assignments be made in a manner that 
will increase the intellectual challenge and overall job satisfaction for newly- 
hired teachers. 
11. The study recommends that the public relations efforts by the system be signifi¬ 
cantly enhanced to provide favorable publicity at every opportunity about the 
students, staff, educational programs, and outstanding accomplishments within 
the system. 
12. The study recommends that the employee fringe benefit program be main¬ 
tained and enhanced. 
13. The study recommends that school district personnel use their influence in 
outside organizations to promote favorable publicity about the public schools 
and the significant accomplishments made by the staff members and students. 
14. The study recommends that measures be implemented to permit teachers to be 
provided opportunities for greater input and influence into formulating school 
policies and practices. 
15. The study recommends that surveys be conducted frequently with students, 
parents, staff, and taxpayers to obtain input on school district issues. The 
results of the surveys can be used to guide administrative and policy decisions. 
16. The study recommends that the district administration implement programs 
to motivate students to learn. One effort can include additional publicity about 
the HOPE scholarships. A second effort can be to promote the development 
of scholarships by Partners-in-Education, businesses, civic clubs, individuals, 
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and other interested parties. 
17. The study recommends that programs be developed to acquire additional 
support from parents. The parent-school contract is a good effort toward this 
objective. Each school should strive for 100 percent participation in the parent 
contract program. The community school concept and other programs should 
be implemented to gain support from parents. 
18. The study recommends that programs be developed to gain the support of 
parents of immigrant children. Many of the parents of immigrant students do 
not speak English, and it is difficult for members of the school staff to 
communicate with the parents. Steps should be taken to provide ESOL classes 
to the parents of immigrant students. 
19. The study recommends that the school system implement new programs and 
employ sufficient additional staff to achieve improved student discipline and 
behavior. 
20. The study recommends that efforts be made to educate parents as to their 
responsibility for their children’s behavior. 
21. The study recommends that the DeKalb County School System lead the 
movement to join forces with the DeKalb County Department of Public Safety, 
the Georgia court system, the Georgia legislature, the DeKalb Chamber of 
Commerce, the religious community, the Parent Teacher Associations, and 
other agencies to develop programs to promote improved student discipline 
and behavior. 
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From a pragmatic viewpoint, the DeKalb County School System was complimented 
by the ratings on some of the satisfaction variables submitted by the leavers and stayers 
in the sample. According to table 4, the stayers provided “somewhat satisfied” positive 
ratings on availability of resources, materials, and equipment for one’s classroom; 
recognition and support from administrators; general work conditions; and overall job 
satisfaction. In many studies reviewed, these categories received low ratings from 
teachers in other school systems. 
The school system received its highest ratings for intellectual challenge, professional 
caliber of colleagues, procedures for performance evaluation, autonomy or control over 
one’s own classroom, job security, and benefits. DeKalb is a leader in the nation in 
employee benefits, and the stayers confirmed that position by rating benefits as the 
highest of the twenty-two satisfaction variables. The leavers confirmed that perception 
in table 2 by rating salary as the fourth highest satisfaction variable and benefits as the 
highest satisfaction variable. 
Perhaps the findings of this study will bring about positive changes in administra¬ 
tive practice and/or policy. According to the data in table 17, the perceptions of both 
the leavers and the stayers was very clear. Community climate consists of esteem of 
society for the teaching profession, professional prestige, and support from parents. 
The community climate construct was perceived with very low levels of satisfaction. 
Alderfer, Herzberg, and Maslow have all referred to the important role that esteem 
plays in their theories of motivation. (Hanson 1991) From a theoretical viewpoint, 
several of the satisfaction variables in this study relate to the first four levels of 
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Maslow’s five-tier hierarchy of needs. These cover basic human needs, safety and 
security needs, social needs for affiliation, and the need for esteem or recognition. 
Some of these same satisfaction variables relate to the Herzberg hygiene factors. 
School administrators should direct attention to the perceptions of support from 
parents and concern about the esteem of society for the teaching profession. According 
to table 17, the 303 leavers and stayers in DeKalb ranked these two satisfaction 
variables in twentieth and twenty-first place respectively. A national survey of 3,302 
teachers conducted by NCER ranked these two satisfaction variables in twentieth and 
twenty-second place respectively. (U.S. Department of Education 1994a) Both the 
DeKalb survey used in this study and the national survey confirm the negative percep¬ 
tions about the lack of support from parents and the concern about the esteem of 
society for the teaching profession. 
In conclusion, Funk (1993, v) advises that “rather than look to increasing the pool 
of applicants, school districts may want to consider investigating attrition patterns of 
their teachers as well as variables that affect a teacher’s decision to remain in the 
classroom and focusing on programs that reduce the attrition rate.” This research 
reflects an effort to make the investigation recommended by Funk. 
The findings of this study indicate that there is in fact a teaching recession from the 
teaching profession in DeKalb. More than 50 percent of the teachers hired by the 
DeKalb County School System in the 1991-92 academic year resigned within five years. 
Perhaps this recession away from DeKalb can be diminished by the application of the 
findings and recommendations of this study. 
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AUTHORIZATION TO PERFORM RESEARCH 
DeKalb County School System 
Board of Education Members 
William Bradley Bryant, Chair 
Phil McGregor. Vice Chair 
Elizabeth Andrews 
Frances Edwards 
Lynn Cherry Grant 
Mike Kelly 
Terry C. Morris 
James R. Hallford, Superintendent 
Ronald R. Francisco. Comptroller 
3770 Nortf' Decatur Road, Decatur, GA 30032-1099 District Office: (404) 297-1200; (404) 297-2300 
March 7, 1997 
Mr. Franklin D. Grant 
Executive Director 
DeKalb County School System 
Re: Request to Conduct Research on Teacher Attrition and Retention in DeKalb County School 
System 
Dear Mr Grant: 
Congratulations on successfully defending your dissertation proposal at Clark Atlanta University and 
finishing at the top of the DLP in this respect 
The Department of Research and Evaluation has approved your proposal to conduct research on 
Teachers ’ Perceptions of the Variables Influencing the Attrition 
and Retention of Teachers in the DeKalb County School System 
A review of your proposal suggests that the findings might have consequences for an educational 
policy regarding teacher retention in this county and elsewhere Hopefully, educators in and out of 
the system will cooperate with you in providing the data necessary for understanding the problem of 
teacher attrition and retention 
In this respect, we would like to encourage administrators and teachers in DeKalb and Teachers who 
have left the system to cooperate in completing the questionnaire promptly, and to offer any feedback 
they deem necessary to you. 
Wishing you the best for Dissertation Writing' 
Sincerely, 
Ganga Persaud, Ph D 
Research and Evaluation 
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SAMPLE OF LETTER MAILED TO SUBJECTS 
EDUCATIONAL RESEARCH PROJECT 
Franklin Dean Grant, Researcher 
4620 Willow Park Court 
Stone Mountain, Georgia 30083-1821 
Office: (404)-297-2369 
Home: (404) 299-2108 
March 10,1997 
Mrs. Dinah Might 
1234 Moonglow Drive 
Elmo, GA 30099 
Dear Mrs. Might: 
RE: SURVEY FOR EDUCATIONAL RESEARCH PROJECT 
This doctoral research project in which you are invited to participate has been 
approved by the DeKalb County School System and by Clark Atlanta University. Enclosed 
is a survey regarding some of the variables that make employment as a teacher satisfying or 
dissatisfying. The survey can likely be completed in less than five minutes. 
You are assured that your participation in this survey and your responses will be 
treated in a confidential and professional manner. Your identity is encrypted into a code 
number on the survey only for the purpose of follow-up for survey forms not returned. The 
survey data will be compiled into group data for statistical analyses, and then all survey forms 
will be destroyed. 
This study involves only the 526 teachers who were employed by DeKalb between 
July 1, 1991, and June 30, 1992. Your response is very important. 
Please assist me by providing a response within the next ten days. You are invited to 
telephone me at (404) 297-2369 or (404) 299-2108 if you have questions or comments regarding 
this study. Thank you for your participation in this survey. 
Sincerely, 
Franklin Dean Grant 
Enclosures: Teacher Job Satisfaction Survey 
Return envelope with postage 
Stipend of S2.00 
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TEACHER JOB SATISFACTION SURVEY 
Questionnaire for selected former teachers of the DeKalb County School System 
A Joint Research Project of the DeKalb County School System and Clark Atlanta University 
DIRECTIONS: 
Step 1 : Mark responses to questions a. b. and c on this side of the survey. 
Step 2: Mark responses to questions 1 through 22 on the reverse side of this survey. 
Step 3 : Return the completed survey in the envelope provided to: 
EDUCATIONAL SURVEY PROJECT 
Franklin D. Grant. Researcher 
4620 Willow Park Court 
Stone Mountain. G A 30083-1821 
POSSIBLE REASONS FOR LEAVING THE TEACHING POSITION IN DEKALB COUNTY 
(Use codes to answer questions a. b. and c.) 
CODE REASON CODE REASON 
01 Family or personal move 08 To take courses to improve career opportunities 
o; Pregnancv/child rearing outside the field of education 
03 Health 09 School staffing action (e.g.. reduction-in-force. 
04 To retire lay-off. school closing, school reorganization. 
05 To pursue another career reassignment) 
06 For better salary or benefits 10 To take a sabbatical or other break from teaching 
07 To take courses to improve career 11 Dissatisfied with teaching as a career 
opportunities in the field of education 12 Other family or personal reason 
a. What was your main reason for leaving 
the teaching position in DeKalb County? —   
Enter code from above.. Code Mam reason 
b. Did you have a second reason for 1 □ Yes - What was your second reason? 
leaving? (Enter code.) 
2D No 
c. Did you have a third reason for 1 □ Yes - What was your third reason? 
leaving? (Enter code. ) 
2 □ No   
Source: U.S. Department of Education. Office of Educational Research and Improvement. Schools and 
Staffing Survey: 1991-92 Teacher Followup Survey, by Summer Whitener, Carol Rohr, and La Terri 
Bynum. Document NCES 94-331. Washington D.C.: U.S. Government Printing Office. July 1994a, p. 
37. (Photographic reduction is 80 percent.) 
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TEACHER JOB SATISFACTION FOLLOW-UP SURVEY 
Questionnaire for Former Teachers of the DeKalb County School System 
A Joint Research Project of the DeKalb County School System and Clark Atlanta University 
How satisfied were you with EACH of the following aspects of teaching in Very Somewhat Somewhat Vers 
DeKalb? Were you (a) Very satisfied, (b) Somewhat satisfied, (c) Somewhat 
dissatisfied, or (d) Very dissatisfied with: 
satisfied satisfied dissatisfied dissatisfied 
(a) (b) (C) (d) 
(i) Salary 1 □ 2D 3 D 4 □ 
(2) Opportunities for professional advancement 1 □ 2D 3 D 4 D 
(3) Recognition and support from administrators 1 □ 2D 3 D 4 □ 
(4) Safety of school environment 1 □ 2D 3 □ 4 □ 
(5) Your influence over school policies and practices 1 □ 2D 3 D 4 □ 
(6) Autonomy or control over your own classroom 1 □ 2 D 3 □ 4 D 
(7) Professional prestige 1 □ 2 □ 3 D 4 □ 
(8) Benefits 1 □ 2 □ 3 □ 4 □ 
(9) Procedures for performance evaluation 1 □ 2 □ 3 G 4 □ 
(10) Teaching load 1 □ 2 D 3 □ 4 □ 
(11) Availability of resources and materials, equipment for your classroom 1 □ 2 □ 3 □ 4 □ 
(12) General work conditions 1 □ 2 G 3 □ 4 G 
(13) Job security 1 □ 2 □ 3 □ 4 □ 
(14) Professional caliber of colleagues 1 □ ■7 R 3 □ 4 □ 
(15) Intellectual challenge 1 □ 2D 3 □ 4 □ 
(16) Student motivation to learn .□ ~> n 3 □ 4 □ 
(17) School learning environment 1 □ *> 3 □ 4 D 
(18) Student discipline and behavior 1 □ 2 □ 3 □ 4 G 
(19) Class size 1 G 2 □ 3 G 4 □ 
(20) Support from parents i n 2 □ 3 D 4 G 
(21) The esteem of society for the teaching profession l □ 2 D 3 □ 4 D 
(22) Overall job satisfaction i □ 2 □ 3 □ 4 □ 
Source: U.S. Department of Education. Office of Educational Research and Improvement. Schools and 
Staffing Survey: 1991-92 Teacher Followup Survey, by Summer Whitener, Carol Rohr, and La Terri 
Bynum. Document NCES 94-331. Washington D.C.: U.S. Government Printing Office, July 1994a, p. 





Teachers In or Out of the System 
Dr. Ganga Persaud 
subject: Research on Teacher Attrition and Retention 
“■to: March 7, 1997 
Il I ———— 
The Department of Research and Evaluation has approved Franklin Dean Grant’s proposal to conduct 
a research on: 
Teachers ' Perceptions of the Variables Influencing the Attrition 
and Retention of Teachers in the DeKalb County School System. 
The research is required for the award of the Doctoral Degree in Education by Clark Atlanta 
University, where Dean Grant has already defended the proposal successfully. 
A review of the proposal suggests that the findings might have consequences for an educational 
policy regarding teacher retention in this county and elsewhere. As educators, we should all be 
concerned with the retention of teachers. In particular, we would like to encourage teachers in 
DeKalb and teachers who have left the system to cooperate in completing the questionnaire promptly, 
and to offer any feedback they deem necessary to Dean Grant 
In this respect, the Department of Research and Evaluation would appreciate any cooperation shown 
by school administrators, teachers, other personnel, and teachers who have left the system. 
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PROJECT CODES AND DEFINITIONS 
I.D. CODES 
1 = leaver 
2 =stayer 
999 = three-digit number for identification of subjects 
DEMOGRAPHIC FACTORS 
age of subject on December 31, 1991 (range of 20 to 99) 
1 = age 20 through age 29 
2 = age 30 through age 39 
3 = age 40 through age 49 
4 = age 50 through age 59 
5 = age 60 or older 
degree level of teacher certification held by the subject 
1 = bachelors degree 
2 = masters degree 
3 = specialist degree 
4 = doctoral degree 
years of experience in years in DeKalb between July 1, 1991, and 
June 30, 1996 (range of 0 to 5) 
1 = female 
2 = male 
certification field 
1 = elementary school (K through grade 7) 
2 = high school (grade 8 through grade 12) 
3 = special education (K through grade 12) 
1 = African American heritage 
2 = Caucasian heritage 
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CONSTRUCTS AND RESPECTIVE SATISFACTION VARIABLES 




Esteem of society for the teaching profession 
Professional prestige 





Autonomy or control over your own classroom 
Intellectual challenge 
Overall job satisfaction 
Isadm Local School Administration 







Recognition and support from administrators 
Teaching load 
Your influence over school policies and practices 







General work conditions 
Professional caliber of colleagues 
Safety of school environment 
School learning environment 
Student discipline and behavior 
Student motivation to learn 








Opportunities for professional advancement 
Procedures for performance evaluation 
Salary 
satisfac overall satisfaction 
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